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ARTICI,E 1 - AGREEMENT 
PARTIES: This Agreement is between the ALBANY HOUSING AUfHORITY of the 
City of Albany, New York, ("AUTHORITY") and the CIVll.. SERVICE EMPLOYEES 
ASSOCIATION, INC., LOCAL 1000, AFL-CIO for the Albany Housing Authority Unit, Albany 
County Local #801 ("CSEA" or "ASSOCIATION"). 
ARTIClE 2 - PURPOSE & INTENT 
The general purpose of this Agreement is to set forth tenns and conditions of employment, 
and to promote orderly and peaceful labor relations for the mutual interest of the Authority, the 
Employees and the Association, in accord with the intent of the Public Employees' Fair 
Employment Act of 1967 (faylor Law). 
The parties recognize that the interest of the community and job security of the employees 
depend upon the Authority's success in establishing a proper service to the community. 
To these ends the Authority and the Association encourage to the fullest degree, friendly 
and cooperative relations between the respective representatives at all levels and among all 
employees. 
ARTICI,E 3 - RECOGNITION 
3.1 TITI,ES IN lINIT: As proVided in §204 of the New York Public Employees' Fair 
Employment Act, the Authority recognizes CSEA as the sole and exclusive representative of 
Authority employees in the following titles: 
Account Clerk (7) Housing Eligibility Assistant (10/12)
 
Accountant (Junior) (9) Keyboard Specialist (7)
 
Asst Family Self-Sufficiency Coord (8) Maintenance Aide (see salary schedule)
 
Community Service Worker (8) Maintenance Laborer (617)
 
Custodial Worker (617) Maintenance Mechanic (10/12)
 
Dispatcher (7) Maintenance Superintendent (8/9)
 
Family Self-Sufficiency Coordinator (12) Maintenance Worker (8/9)
 
Field Construction Monitor I (8) Office Assistant (10)
 
Field Construction Monitor IT (10) Receptionist (7)
 
Groundskeeper (10/12) Typist (5)
 
Housing Authority Inspector (7/8)
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3.2 NEW TITI.FS: Authority employees assigned to new job titles with comparable duty and 
salary levels shall be included in the recognized bargaining unit as determined by agreement of 
CSEA and the Authority. 
3.3 IlNIT ClARIFICATION: Any dispute regarding the assignment of a new job title to the 
unit shall be resolved only by a unit clarification or unit placement petition under §201.2(b) of 
PERB's Rules. The Authority and Association will cooperate in expediting the processing of such 
petitions and shall file no objection to the timeliness of the filing of any such petition. 
ARTICLE 4 - DUES AND OTHER DEIDJCTIONS 
4.1 IDJES DEDIJCTION: The Authority shall deduct from the wages of employees and 
transmit to CSEA, 143 Washington Avenue, Albany, New York, 12210 or its authorized agent, 
regular membership dues and other voluntary CSEA sponsored deductions for those employees 
who sign and file with the Authority authorizations permitting such payroll deductions. The sums 
will be transmitted monthly with a listing identifying the individual deductions. The Authority 
shall remit to CSEA's designee(s), automobile, homeowners, and permanent life insurance 
premiums for those employees authorizing such CSEA sponsored deductions. 
4.2 AGENCV FEE DEDJJCTION: The Authority shall deduct from the wages of employees 
within the recognized bargaining unit who do not sign and file such authorization an agency shop 
fee in the amount of the dues levied by CSEA. The sums will be transmitted monthly with a listing 
identifying the individual deductions. 
4.3 CREDIT JJNION: The Authority agrees to provide for payroll deduction rights for credit 
union participation in SEFCU. 
4.4 DEFERRED COMPENSATION: Effective July 1, 1991, the Employer agrees to make 
available to all employees the New York State Deferred Compensation Plan. 
ARTICLE 5 - COMPENSATION 
5.1 SALARy SCHEDJU.E: Employees shall be paid at the salary set forth in Appendix "At! 
for the grade and step they occupy, subject to the terms of Article 5.8 if applicable. 
5.2	 STEP SCHEDlJI,E: Step A shall be designated "Entry Level" and Step E shall be 
designated "Job Rate". The salary schedule shall be constructed as follows: 
Service	 Step Sa1aql 
1st year	 A 80% of Job Rate 
2nd year	 B 85% of Job Rate 
3rd year	 C 90% of Job Rate 
4th year	 D 95% ofJob Rate 
5th year	 E 100% of Job Rate 
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5.3 CONSTRUCTION OF SCHEIDILE: The initial salary schedule shall be constructed by 
using the Step E from the salary schedule in effect on June 30, 2007. As of July 1, 2007, there shall 
be a new step schedule for the title of maintenance aide listed as Grade MA and all maintenance 
aides shall be placed at the proper step and paid retroactively to July 1, 2007. 
5.4	 COST OFI,IYINGINCREASES: 
A.	 Effective July 1, 2007, the salary schedule shall be increased 4.00%. 
B.	 Effective July 1, 2008, the salary schedule shall be increased 4.00%. 
C.	 Effective July 1,2009, the salary schedule shall be increased 3.00%. 
D.	 Effective July 1,2010, the salary schedule shall be increased 3.00%. 
5.5	 I,ONGEVITy: 
5.5.1	 A. Upon completion of eight (8) years of service and for each year thereafter up 
to nine years, an employee shall receive a lump sum longevity payment of 
$200.00. 
B.	 Upon completion of ten (10) years of service and for each year thereafter 
up to fourteen (14) years, an employee shall receive a lump sum longevity 
payment of $600.00. 
c.	 Upon completion of fifteen (15) years of service and for each year up to and 
including nineteen (19) years of service, an employee shall receive a 
$1,250.00 lump sum longevity payment. 
D.	 Upon completion of twenty (20) years of service and for each year up to and 
including twenty-four (24) years of service, an employee shall receive a 
$1,750.00 lump sum longevity" payment. 
E.	 Upon completion of twenty-five (25) years of service and for each year 
thereafter, an employee shall receive a $2,000.00 lump sum longevity 
payment. 
5.5.2 Longevity shall not be considered part of base pay for purposes of computing any 
premium pay. 
5.5.3 The longevity payment shall be made in the first pay period in July or January first 
succeeding the date upon which an employee qualifies, so long as the date of said qualification was 
prior to the first of the month during which the payment is due under the terms of this article and 
the employee was on active payroll status or on leave as a result of an approved worker's 
compensation claim on their anniversary date. 
5.5.4 The longevity payments shall be applicable to those holding the title of maintenance 
aide as of 711/2007. 
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5.6 ELIGIBII.ITY FOR STEP INCREASES: An employee must serve in a particular grade 
and step at least 6 months before becoming eligible to move to the next step. Step increases shall 
take place on July 1st of each year. A person hired on or after 1/1 and on or before 6/30 of each 
year will be moved a half step at six (6) months of service and thereafter move to the next step on 
the July 1SI of each year. This language shall apply to those in the title of maintenance aide as of 
7/1/2007. 
5.7 LEAVES OF ABSENCE: Periods of leave without pay and periods of leave resulting 
from an approved worker's compensation claim shall not count towards the six month in grade and 
step rule. 
5.8 CHANGE IN GRADE: 
5.8.1 INCREASES ON PROMOTION: Employees promoted or otherwise advanced to 
a higher salary grade shall be paid at the entry level rate of the higher salary grade or will receive a 
percentage increase in base pay determined as indicated below, whichever results in a higher salary. 
For a Promotion of: An Increase of: 
1 grade 3.0% 
2 grades 4.5% 
3 grades 6.0% 
4 grades 7.5% 
5 grades 9.0% 
Employees who are promoted and whose new salary per the above increases results in a 
salary falling between salary steps shall progress to the next salary step effective on the July 1st 
following their promotion. 
5.8.2 DECREASES ON DEMOTION: Employees demoted for disciplinary reasons 
shall be paid not less than the entry rate of the lower salary grade and shall be eligible for step 
increases subject to the applicable tenns of this Agreement. Employees demoted for reasons other 
than disciplinary reasons shall be paid at the step of the lower grade which represents the minimum 
reduction or increase. Such employees shall remain eligible for step increases subject to the 
applicable terms of the Agreement. 
5.9 SHIFf DIFFERENTIAl,: The Authority shall pay an additional sixty ($.60) per hour to 
any CSEA employee whose workday begins outside the core hours of 6:00 a.m. to 10:00 a.m., 
inclusive of time used on approved leave. Employees who are regularly assigned to a shift that 
includes either Saturday or Sunday coverage shall be paid shift differential for all hours worked in 
their workweek. 
5.10 ON-CALI. pAy: The on-call Maintenance Mechanic shall be entitled to a two hundred 
seventy dollars ($270.00) per week minimum payment for remaining available during the non­
business hours of said assignment. Acceptance of the on-call assignment on a rotational basis is 
mandatory. All mechanics are required to maintain a home telephone and update any changes to 
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the number WIth their supervisor. Employees shall be entitled to $150.00 per week minimum 
payment for remaining available from 4:30 p.m. to 8:00 a.m. following each of their Monday 
through Friday shifts. Employees shall be entitled to a $100.00 per week minimum payment for 
remaining available from 4:30 p.m. to 8:00 a.m. following each of their Saturday and Sunday shifts. 
Mechanics serving in on-call status shall be reimbursed for mileage at the rate then in effect 
when recalled from home to work and returning home in connection with on-call duties. In the 
alternative, at the option of the Authority, the Authority will provide such employees with an 
Authority vehicle for such use. 
Anyone performing the on-call duties as described above as a replacement for an employee 
who is absent or ill or filling in for an employee who is on vacation or approved re-schedule of their 
on-call duties shall receive the on-call pay in lieu of the person in whose place they are perfonning 
said duties. 
5.11 MU ,EAGE: Authorized use of personal vehicles will be reimbursed at the I.R.S. allowable 
rate. 
5.12 TRAVEL TO lOB ASSIGNMENTS: In the event the Authority does not provide a 
vehicle, employees shall have the option of utilizing their vehicle for job assignments and shall be 
reimbursed at the rate referenced in paragraph 5.11. 
ARTIClE 6 • OVERTIME 
6.1 EIJGIBIIJTY: All employees who work, with approval, beyond their normal workweek, 
will be paid time and one-half their normal rate for all hours so worked Only actual hours worked 
are used to compute the number of hours to be paid at the overtime rate. All holidays, bereavement 
leave, annualle~.ve and paid lunch periods will be considered as hours worked for computation of 
overtime. 
6.2 HOLIDAY & OFf1)AY RATE 
6.2.1 OFFDAY RATE: An employee who is required to work on a day which is not part 
of their regularly scheduled work period, shall receive time and one half his or her regular hourly 
rate of pay for all hours worked on that day, subject to Article 6.1. 
6.2.2 HOI,IDAy RATE: An employee who works a holiday or a day observed as a 
holiday pursuant to the provisions of Article 8, shall receive time and one-half his or her regular 
rate of pay for all hours worked on that day, plus holiday pay. This provision shall not apply if the 
employee has floated that holiday pursuant to Section 8.2. The overtime rate will only apply if the 
employee qualifies for overtime under 6.1. In cases where a holiday falls on a weekend and is 
observed on a Friday or Monday, an employee who works both the holiday and the observed day 
shall receive only a single benefit under this section. 
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6.3 CAl J,.IN PAY: An employee who is called in outside his or her normal work shift, 
having left the worksite, shall receive a guarantee of two hours pay at his or her overtime rate. Any 
employee who works beyond the two hours will continue to receive pay at that overtime rate. 
6.4 ST.R" TIME: Any employee, except weekend shift personnel working between 5:00 
PM Saturday and 8:00 AM Sunday, who is covered by this Agreement and who, as a result of 
being recalled to duty and required to work overtime that begins or ends between 12:00 AM and 
4:00 AM on a day that they are required to work as a part of their nonnal workweek, shall be 
allowed to report for their nonnal shift the same number of hours after the beginning of that shift 
as they worked between 12:00 AM and 4:00 AM without the requirement to charge those hours 
to any accrual. The number of hours and minutes worked shall be rounded up to the next higher 
number of full hours. 
Any employee, except weekend shift personnel working between 5:00 PM Saturday and 
8:00 AM Sunday, who is covered by this Agreement and who, as a result of being recalled to 
duty and required to work overtime that begins or ends between 4:00 AM and 8:00 AM on a day 
that they are required to work as a part of their normal workweek shall be allowed the option of 
reporting for work the same number of hours after the beginning of their nonnal shift as they 
worked between the hours of 12:00 AM and 8:00 AM without the requirement to charge those 
hours to any accrual OR to report for work at the beginning of their normal shift and leave work 
in advance of the normal end of their shift on that day the same number of hours as they worked 
between 12:00 AM and 8:00 AM. 
In addition, any employee covered by this Agreement, who as a result of being recalled to 
duty and required to work more than 6 hours of overtime that ends after 8:00 AM on a day that 
they are required to work as a part of their normal workweek shall be allowed to not report for 
theIr normal shift on that day without the requirement to charge the day to any accrual. 
The foregoing does not apply to declared weather emergencies during which early 
reporting is required. 
(Note: this language also applies to Senior Mechanics taking phone calls between these 
hours when the calls continuously interrupt sleep for more than one hour) 
6.5 OVERTIME OPPORTUNITIES: Overtime opportunities in the Albany Housing 
Authority will be offered and distributed on a fair and equitable basis. Such distribution shall be 
made on a rotational basis, the initial rotation list to be established by seniority. 
If an insufficient number of employees accept the overtime opportunity offered, the 
Authority has the right to mandate employees to report for overtime work in inverse order of 
seniority on a rotating basis. It is understood that refusal of mandated overtime without good cause 
may be subject to the disciplinary procedure. Mandated overtime shall be equalized among the 
employees. An up to date overtime roster will be maintained in each department. 
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Deviations to the rotational basis for overtime may be made during emergency situations. 
The rotational overtime list shall not apply to the skill-eraft positions. 
All members of the bargaining unit shall be eligible for snow removal overtime 
opportunities. 
ARDel,E 7 • WORKDAY & WORKWEEK 
7.1. CLERICAl, & OFFICE EMJ>I,{lYEES 
7.1.1 All clerical and office employees covered under this agreement shall work either 7 
hours per day and 35 hours per week, or 7.5 hours per day and 37.5 hours per week, Monday 
through Friday, subject to the provisions of Article 7.1.2. 
7.1.2 Clerical and office employees covered under this agreement shall work 7.5 hours per 
day and 37.5 hours per week if: 
A. Their date of hire is on or after July 1,1990. 
B. They are promoted. 
C. They are demoted for disciplinary reasons. 
D. They return after a leave of absence of 1 year or more. 
7.1.3 Lunch periods for employees covered by Sections 7.1.1, 7.1.2, and 7.1.5 shall be 
either one or one half hour in duration subject to the flextime provision of this agreement. They 
shall be taken at the approximate median point of the shift, subject to staffing requirements. 
7.1.4 Break periods for employees covered by Sections 7.1.1, 7.1.2, and 7.1.5 shall be 
fifteen (15) minutes in duration and employees shall be entitled to two per day, with pay. Breaks 
shall be taken at the approximate median point of the first half and second half of the workday. 
7.1.5 Dispatcher employees shall be covered by this article. They will work Monday 
through Friday 8:00am to 4:30pm with a one hour unpaid lunch period. 
7.2 MAINTENANCE EMPJ ,OVEFS 
7.2.1 SWFT A: All Maintenance employees assigned to this shift shall work 8 hours per 
day and 40 hours per week from 8:00 a.m. to 4:30 p.m., Monday through Friday. They will be 
entitled to one, thirty minute unpaid lunch period per day to be taken at the approximate mid-point 
of the shift, subject to the particular work demands then in effect. They will also be entitled to two, 
fifteen minute break periods per day to be taken one at the approximate mid-point of the morning 
and the other at the approximate mid-point of the afternoon, subject to the particular work demands 
then in effect. 
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7.2.2 SHIFT B: All Maintenance employees assigned to this shift shall work 8 hours per 
day and 40 hours per week from 4:30 p.m. to 12:00 a.m., Monday through Friday. They will be 
entitled to one, thirty minute paid lunch period per day to be taken at the approximate mid-point of 
the shift, subject to the particular work demands then in effect. They will also be entitled to two, 
fifteen minute paid breaks per day to be taken one at the approximate mid-point of the afternoon 
and the other at the approximate mid-point of the evening, subject to the particular.work demands 
then in effect. Employees assigned to this schedule shall be responsible for recall by the "on-call" 
supervisor or mechanic during the eight-hour period immediately following their shift. 
7.2.3 SWFf C: All Maintenance employees assigned to this shift shall work eight (8) 
hours per day on Saturday and Sunday and eight hours per day on Monday, Tuesday, and 
Wednesday. Weekend hours shall be 8:00 a.m. to 4:00 p.m. with one, thirty minute paid lunch 
period to be taken at the approximate mid-point of the shift, subject to the particular work demands 
then in effect. Employees assigned to this schedule will also be entitled to two, fifteen minute paid 
breaks per day on weekends, one to be taken at the approximate mid-point of the morning and the 
other at the approximate mid-point of the afternoon. subject to the particular work demands then in 
effect. Shift C workers shall be responsible for recall by the "on-call" supervisor or mechanic 
during the period immediately follOWing their weekend shifts. Hours worked on Monday, Tuesday, 
and Wednesday are subject to the terms ofArticle 7.2.1. . 
7.2.4 All Maintenance employees are responsible to notify the dispatcher or their 
supervisor upon leaving and returning for lunch and breaks. 
7.3 TIME CI.QCKS: All members of the bargaining unit covered by Section 7.2 of this 
agreement are mandated to utilize time clocks provided by the Authority. 
7.4 TARDINESS 
7.4.1 During a bi-weekly pay period, all employees identified in Article 7.2 will be allowed 
one to four unexcused lateness's with an accumulated duration of 15 minutes or less with no 
penalty applied. One to four unexcused latenesses with an accumulated duration of 16 minutes or 
more results being docked for two times the accumulated duration. In the event an employee has 
five or more unexcused lateness's during a bi-weekly pay period. they will be docked for two times 
the accumulated duration. 
7.4.2 TARDINESS MAKE UP PROCEDURE: Up to thirty minutes of tardiness per 
bi-weekly pay period may be "made up" on a day and at a time mutually agreeable to the supervisor 
and the employee. Time must be made up during the pay period succeeding the pay period in 
which the tardiness occurred. Time eligible for make-up shall be charged in the next pay period if 
not made up. Tardipess in excess of thirty minutes in a pay period shall cause all tardiness in that 
pay period to be immediately chargeable pursuant to Article 7.4.1. 
7.4.3 Repeated occasions of tardiness will be cause for the application of corrective 
measures. When the Authority determines, from a review of the records of an employee, that a 
problem exists relative to timely reporting for work. the employee will be placed on notice of 
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tardiness abuse. This notice will be of reasonable duration. If the pattern of tardiness is not steadily 
improved, the employee may be subject to progressive discipline. 
7.5	 NOTIFICATION OF ABSENCE 
7.5.1 Any employee who is unable to report for their regularly scheduled shift, must call the 
designated reporting line no later than two (2) hours before the start of their shift begins. The 
designated reporting line will have a time/date stamp for each message and the number will be 
published to all affected employees each January 1st• There shall be two (2) designated lines, one 
for the maintenance department, which is the same as the snow emergency line, and one for all 
other employees. The reporting procedure shall be that of the previous agreement until these lines 
are established and published to the employees. 
7.5.2 Any employee who accepts an overtime assignment with a scheduled completion date 
is responsible for the timely completion of the work. In the event an employee is unable to 
complete an overtime assignment on schedule, they must notify the appropriate supervisor as soon 
as possible and no less than 48 hours before the scheduled time of completion, that they will be 
unable to complete the assignment as scheduled. 
7.5.3	 Any employee who voluntarily accepts an overtime assignment is subject to all 
reporting requirements as applicable to regularly sch,eduled workdays. 
7.5.4	 In the event that an employee will be out three days or more on unscheduled leave, 
specific arrangement for notification of absence may be made with the Personnel 
Department. 
7.6 FLEX TIME: Clerical and office titles are subject to some flexibility in their work 
schedule when the need arises. Requests to flex must be supported by documentation oJ need 
and may be approved or rejected' at the sole discretion of the Executive Director without 
recourse. Requests based on convenience.will be considered but approval is subject to the work 
demands of the Authority and may be approved or rejected at the sole discretion of the Executive 
Director. 
7.7 RESCHEillII,ING OF DAyS OFF: There shall be no rescheduling of days off or hours of 
duty to avoid payment of overtime compensation. This shall not apply to occasional temporary 
variations to cover scheduled vacation leave. 
7.8 ',EAVE WITHOUT PAY: Any employee absent during a scheduled workday and lacking 
accruals to which the absence can be appropriately charged pursuant to the terms of this agreement 
may be subject to discipline. No option exists for employees to take leave without pay other than as 
set forth in Article 11. 
7.9 WEATHER EMERGENCY PROCEDlJRES 
1. Snow removal is an emergency and it is, therefore, mandatory that all personnel 
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covered under Article 7.2 report to work as required pursuant to this provision. 
2.	 Because snow removal is an emergency, the rotational overtime clause of the 
bargaining agreement is not applicable. 
3.	 Failure to report for a snow emergency is excusable only with the direct approval of a 
supervisor. This approval must be requested prior to 8:30 a.m. For the purposes of 
this Article, Supervisor is defined as Maintenance Foreman, VAPC Forman or 
Director ofMaintenance/Operations. 
4.	 Plow/Salter opemtors and Auto Shop personnel must contact the snow emergency 
recorded message for approval to report early. 
5.	 Maintenance staff is required to call personally when the threat of a snow emergency 
exists. This call should be made after 6:00 a.m. and in time to report by 7:30 a.m. if 
needed. After said call has been made, there is no requirement to call again until the 
following morning. In recognition of that fact, the Authority can only ask that 
employees make a second call when unexpected changes in weather conditions take 
place. 
ARTICLE 8 . HOI,WAYS 
8.1 HOI,WAYS OBSERVED: The parties recognize the following holidays under this 
Agreement. 
1. New Year's Day	 7. LaborDay 
2. Martin Luther King Day	 8. Columbus Day 
3. President's Day	 9. Veteran's Day 
4. Lincoln's Birthday*	 10. Thanksgiving Day 
5. Memorial Day	 11. Day after Thanksgiving 
6. Independence Day	 12. Christmas Day 
*Designates floating holiday 
8.2 FLOATING Hm,WAY: The holiday asterisked above shall be designated as a floating 
holiday. Employees wishing to observe this holiday on the official date, or during the pay period in 
which it falls, shall request leave in accordance with the annual leave policy. The number of 
employees observing a float day on the official day is subject to reasonable staffing requirements as 
detennined by the Authority. Employees not opting to observe the holiday on the official day or in 
the same pay period as the official date shall have the number of hours in their nonnal work day 
credited to their annual leave accrual as of the pay period following the official date of the floating 
holiday. 
8.3 WEEKEND OBSERVANCE: If a holiday falls on a Saturday, the preceding Friday shall 
be observed as the paid holiday. If a holiday falls on a Sunday, the following Monday shall be 
observed as the paid holiday. 
8.4	 FORFEITURE OF HOl,IDAY PAY: An employee scheduled to work on the day before 
a holiday or the day after a holiday shall report to work or forfeit their holiday pay. This 
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provision shall be waived when on sick leave (with doctor certification), pre-approved 
personal leave, bereavement or other paid leave. In this instance(s) the employee shall be 
deemed to have worked and shall receive their holiday pay as well as any other pay due 
them. 
ARTIClE 9 - VACATIONS 
9.1 yACATIONS - EMPI,OYEES HIRED PRIOR TO Illl,Y 1, 1990: Employees (other 
than maintenance aides) hired prior to July 1, 1990 shall accrue vacation leave credit at the 
following' rates: 
Years ofService	 Days Per Year 
1	 13 
2 14
 
3 15
 
4 16
 
5 17
 
6 18
 
7 19
 
8-19 20
 
20 25
 
9.2 VACATIONS - EMPI,oyEES WREn AFfER nuy 1, 1990: Employees (other than 
maintenance aides) hired after July 1, 1990 shall accrue vacation leave credits at the following 
rates: 
Years of Service Days Per Year
 
0-4 10.
 
5-9 15
 
10-19 20
 
20 25
 
9.3 ACCRJJAI,S; An employee's annual leave accrual may exceed the maximum of sixty (60) 
days, provided that the employee's balance of vacation credits may not exceed sixty (60) days on 
July Ist of any year. This section shall not apply to any employee whose vacation credits drop 
below thirty (30) days at any time on or after July 1, 1993. Such employees may subsequently 
accumulate vacation credits exceeding thirty (30) days, providing that their vacation credits may not 
exceed thirty (30) days on July 1st of any year. AIl employees hired on or after July 1, 1990 shall 
be covered under the thirty-day limit of this Article. All new employees may be allowed to take 
five of their earned vacation days after six months of continuous service. 
9.4	 PART-TIME EMPI,OYEF.,S: Part-time annual-salaried employees are eligible to earn 
vacation, according to the above provisions, on a pro-rated basis. 
9.5	 MAINTENANCE AIDES: Those employees in this tItle shall have fifteen (15) days of 
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universal leave. As of 111108, these employees shall have twenty (20) days of universal 
leave. This universal leave is granted at the beginning of each year and follows all other 
rules outlined in Article 9 and Article 10. 
9.6 SCHEIDU.ING OF VACATION: Employees shall be allowed to use annual leave 
accruals at any time during the contract year, providing a request is submitted in writing one week 
prior to the requested period and approval is given by the Executive Director. Such approval shall 
not be unreasonably withheld. The Authority shall waive the aforesaid notice requirement to allow 
for use of one day of annual leave with prior day notice and approval from the supervisor in writing. 
Withholding of this approval shall not be arguable or grievable. Annual leave may be used without 
any advance notice in cases of extreme emergency solely with the approval of the Executive 
Director or their designee. Requests for emergency annual leave will require disclosure of the 
circumstances and management may require verification. Where two or more employees submit a 
vacation or universal leave request on the same date, preference shall be given by seniority. 
9.6 PAYMENT ON SEPARATION: Upon death, retirement or other types of separation of 
service, the employer shall pay the employee or their beneficiary for all accrued vacation time at the 
employee's then current rate of pay. 
9.7 INTERVENING HOI.IDAYS: If a holiday falls within the vacation period of an 
employee, the holiday shall not be charged against the accrued vacation time of the employee. 
9.8 VACATION BIN-BACK: Any employee may elect to receive cash payment in lieu of 
the use of two (2) to fifteen (15) vacation days of such accrued credits, provided said action does 
not result in the remaining credits to be less than five (5) days, based on the standard workday of the 
employee requesting the buy-back. Employees shall be afforded this opportunity semi-annually in 
July and December. No less than two (2) days can be surrendered at each opportunity. No more 
than fifteen (15) days per calendar year may be surrendered. 
ARTIClE 10. SICK I,EAVE 
10.1 ACCRUAlS - EMPI.OYEES WREn ON OR BEFORE MARCH 31, 1979: All 
employees (other than maintenance aides) in service on March 31, 1979 shall earn one and one­
third (1 1/3) days per month of paid sick leave (sixteen (16) days per year) with the right of 
unlimited accumulation. 
10.2 ACCRUAlS - EMPI.OVEES HIRED AYrER MARCH 31,1979: All employees (other 
than maintenance aides) appointed on or after April 1, 1979 shall earn one and one twelfth days per 
month of sick leave credits (a total of thirteen (13) days per year) with the right of unlimited 
accumulation. 
10.3 EIJGIBIIJTY FOR USE: All employees are eligible and shall be allowed to use sick 
leave immediately upon earning such sick leave. (New employees are eligible for and shall be 
allowed to use sick leave after having successfully completed an initial ninety (90) day probationary 
period.) 
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10.4 DOCTOR'S CERTIFICATE: A doctor's certificate will not be routinely required for 
absences of four (4) days or less due to illness. When the Executive Director detennines that the 
employee shall be required to provide medical documentation solely as a result of review of the 
employee's sick leave record, such requirement shall follow counseling and written notice to the 
employee, and shall commence subsequent to such notice. The requirement placed on the 
employee shall be of reasonable duration following notification of the requirement. 
10.5 HOLIDAY SICK LEAVE: An employee shall be required to furnish a doctor's certificate 
for one day's sick leave when taken before or after a holiday or annual leave. Whenever the 
Authority requires that a specific physician be utilized, they shall be liable for the physician's fee. 
10.6 MEDICAl. DOCUMENTATION: Satisfactory medical documentation meets the 
following criteria: 
1.	 It contains a brief statement of diagnosis. 
2.	 It specifies the inclusive dates of disability covered by the doctor's note and the date 
or dates of treatment during the period covered. 
3.	 It certifies that the employee is disabled from the performance of his or her job 
duties. In some cases, (for example, partial disability) it may provide information 
on the kinds ofjob duties the employee is unable to perform. 
4.	 It indicates the anticipated date of return to work. 
5.	 It is signed by an appropriate medical practitioner. 
6.	 It is hand delivered or mailed via first class mail to the Deputy Director within five 
(5) days of the fifth consecutive day of absence or, if applicable, the employee's 
return to work. The employee shall have sole discretion in determining to which of 
the said directors it shall be so delivered. 
Medical documentation shall be treated in a confidential manner. 
10.7 MAINTENANCE AIDES: Please see Article 9.5. 
ARTIClE 11 • OTHER I£AVES 
11.1 BEREAVEMENT I,EAVE: All employees under this agreement shall receive five (5) 
days of paid bereavement leave per death in the immediate family. Immediate family shall be' 
defined as mother, father, children, spouse living in household of employee, significant other, 
brother(s) or sister(s) of the employee. 
Effective July 1, 1990, employees within the bargaining unit shall receive three (3) days of 
paid bereavement leave per death for mother-in-law, father-in-law, grandparents, or grandchild. 
If additional leave is needed or if leave is needed for members other than those listed above, 
an employee shall be allowed to use personal leave and/or sick leave. . 
*The significant others must be sole partners and must have been involved in a domestic 
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partnership for a period of not less than six (6) months. A domestic partnership is defined as one 
in which the partners are unmarried and not related by marriage or blood in a way that would bar 
marriage, reside together and be involved in a committed rather than casual relationship. 
11.2 PERSQNAI, LEAVE: All employees (other than maintenance aides) covered under this 
Agreement shall be entitled to personal leave with pay, not to exceed five (5) days in anyone 
contract year, provided the employee gives the employer three (3) days notice. Such notice shall be 
waived in cases of emergency provided the employee states the general reasons for absence. Time 
taken under this provision shall not be in less than one (1) hour segments. The first three (3) days 
used under this provision shall not be chargeable against any accrued leave. The remaining two (2) 
days shall be charged against accrued sick leave. 
11.3 MII/ITARY I.EAVE;: Every employee shall receive leave in accordance with applicable 
sections of the New York State Military Law. 
In addition, the Authority shall provide leave with pay, not to exceed two hours per month, 
for the Unit Veteran's Committee representative, or designee, to attend the Albany County Veterans 
Committee meeting. 
11.4 CHILD REARING I/EAVE: An employee shall be granted child-rearing leave, without 
pay, up to six (6) months in connection with the birth or adoption of a child. If desired by the 
employee, he or she shall be allowed an extension for up to twelve (12) months with such extension 
being approved by the Executive Director. Such approval shall not be unreasonably withheld. 
Upon reporting for work at the end of the leave, the employee shall be returned to the position he or 
she vacated and given back his or her seniority rights and all benefits enjoyed prior to the leave. In 
addition, such employee shall be placed on the same grade and step of the current salary schedule as 
he or she had obtained at the time such leave began. Prior to beginning his or her leave, the 
employee shall be allowed to use al! or any part of his or her accumulated paid leave credits. 
11.5 EDUCATION I,EAVE: Any employee may be granted leave with pay with the approval 
of the Executive Director for the purpose of continuing education where the subject matter relates 
to the advancement of skills or knowledge useful in his/her employment with the Authority and 
provided that it does not exceed one day per week. 
11.6	 crnmT I.EAVE: Court leave will be granted under the following conditions: 
1.	 A summons, order or subpoena must be legally served for acting as a witness or for 
jury duty. When an employee is actually summoned, they should immediately 
inform the Executive Director. 
2.	 The pay of an employee who has received a subpoena, order or summons for jury 
duty or as a witness will continue at the regular rate. All pay received shall be 
turned over to the Authority to be credited against regular salary. Payment to the 
employee by the court for travel expenses, meal allowance or such items shall be 
retained by the employee. 
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11.7 WORKERS COMPENSATION: An employee who is hurt or injured on the job shall 
elect in writing whether he or she desires to use his or her paid accumulated sick leave for the 
period of disability or whether he or she desires the weekly benefit as provided under the Worker's 
Compensation Law. Such statement shall be filed with his or her Department Head. In the event 
the employee elects to take sick leave with pay, such employee shall transmit to the Housing 
Authority his or her weekly benefit check. When the Housing Authority receives such check, the 
employee's sick leave shall be adjusted in accordance with the following fonnula: 
Weekly Worker's Compensation Check Benefit = Number of sick days per week 
Employee's Daily Rate of Pay retwned to the nearest (112) half day 
The employee shall retain lump sum settlements. 
Any employee eligible to receive Worker's Compensation for purposes of this Agreement shall be 
considered on full pay status for the period of the disability for purposes of health insurance. 
11.8 I,EAVE mJE TO WEATHER CONDITIONS: During times of extraordinary weather 
conditions, the Authority may excuse lateness due to such weather conditions. This is done at the 
discretion of the Executive Director or their designee. Such excused time will not create for the 
employee not affected, the right for such time off. Only the Authority may direct employees to 
leave work early under such weather conditions. Such leave shall not be unreasonably withheld. 
11.9 ORGANIZATIONAL lEAVE: The Albany Housing Authority Unit of CSEA shall 
receive 160 hours per year of paid organizational leave for the purpose of attending conventions or 
other union activities (over and above the time allotted for handling of grievances and disciplines). 
There shall be no more than two persons on organizational leave at anyone time. Subject to CSEA 
Inc.' s approval the total hours may be increased to 200 with CSEA to reimburse AHA for hours 
taken above 160. 
11.10 I,EAVE OF ABSENCE: A leave of absence without pay not to exceed one year may be 
granted to an employee by the Authority. Requests for leave without pay must be made in writing 
to the Authority and are granted at the Authority's discretion. Leaves without pay may be granted 
for many reasons, among them education and adoption. 
Leaves of absence are governed by Rule 20 of the Civil Service Rules of the City of Albany. 
Notice of such leave shall be given to the Civil Service Commissioner. 
Failure to return to work upon the expiration of a leave of absence will be deemed 
unauthorized absence for which disciplinary action will be taken. 
11.11 FAMILy AND MEDICAl, I,EAVE: Employees requesting leave for the purpose of: (1) 
child birth and after care and adoption and foster placement of children; (2) the employee's own 
serious health condition making himlher unable to perfonn hisJher job functions; and (3) the 
necessary care of a child, spouse, or parent suffering from a serious health condition may be granted 
such leave, without pay, up to sixty (60) days as provided in the Family and Medical Leave Act of 
1993,29 USC Section 2601 et. seq. 
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ARTICLE 12. ASSIGNMENT, PDSTIMi, TRANSFER 
. AND PROMOTION 
12.1 ASSIGNMENT: All employees of the Authority shall be subject, as a condition of 
employment, to assignment or reassignment to any development or location within the Authority's 
jurisdiction. 
12.2 JOB ]>QSTING 
12.2.1 POSTING OF VACANCIES: All job vacancies shall be posted by the Authority 
on its offtcial bulletin boards. It is the intent of the Authority to fill job vacancies from within 
whenever it is in the best interest of the Authority. Both promotional titles and entry-level postings 
are issued by the Personnel Department. The period of posting is ten (10) working days, not 
including weekends and holidays. The position announcements are distributed to every 
development site location owned and operated by the Authority, and to the Bargaining Dnit 
President. Position announcements shall also be posted in the reception area and lounge of the 
Central Office. 
12.2.2 posITION ANNOUNCEMENTS: When a job vacancy or vacancies occur 
within the Authority, the Personnel Department will be responsible for the distribution and posting 
of all position announcements. The position announcement shall indicate in its written description 
the title of the position, the number of vacancies, the annual salary, the grade and step of the 
position title. In addition to this information, the announcement shall describe the illustrative duties 
of the title, the qualifications for appointment and the classification of the position. (Non­
competitive, Labor Class or Competitive.) 
12.2.3 SUBMISSION OF APPIJCATION: Employees or Applicants who wish to be 
considered for a position vacancy, must submit an application within ten (10) working days or prior 
to the period of expiration identified at the bottom of the position announcement. The main office 
Reception Desk. or the Personnel Office will make applications available to all interested 
candidates. The candidate must complete the application and sign the bottom of the application 
when applying for a position opening. The candidate must submit the completed application to the 
Personnel Office or may hand the form in at the Reception Desk. 
12.2.4 CHANGING OF POSTING PERIOD: The Personnel Department may. at times, 
detennine a position title requires an extension of the posting period which exceeds the required ten 
(10) working days. If an extension is needed, the Authority agrees to notify CSEA of the need for 
such an extension. While the Personnel Department has the option to extend the period of posting, 
the ten (10) day requirement may not be shortened. 
12.3 F1IJ.ING OF VACANCIES 
12.3.1 FII,I,ING OF VACANCIES: The process for selection of qualified candidates to 
vacant positions is detennined by the application and/or resume submitted by the candidate. The 
selection process shall take into consideration the applicant's work experience, educational 
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AND PROMOTION (CONTIMJED) 
background, special job training, recommendations, special licenses/certifications and/or 
proficiencies and the personnel file including job perfonnance and attendance records. When two 
or more candidates are relatively equal in qualifications, preference shall be given to the senior 
employee. 
In the case of a request for re-assignment within the same job title by two or more 
employees relatively equal in qualifications, seniority shall be the detennining factor. 
12.3.2 ELIGIBILITY AF[ER SIX MONTHS: Employees with less than six months of 
service in their position titles shall not be eligible for position appointments in a promotional 
posting. 
12.3.3 INTERVIEW: All applicants who file applications or notice for posted positions, 
including promotional positions, shall be interviewed. The Personnel Department shall issue 
written notice to all candidates who apply for vacancies-of the final detennination. Such notice 
shall only be issued when the selection process has been completed and after the candidate of 
choice has accepted an appointment. 
12.3.4 TEMPORARY APPOINTMENTS: It may be necessary, but rarely required, 
when the Authority must appoint an employee to a position title on a temporary basis. When such a 
temporary appointment is required, the nonnal procedure outlined for position announcements shall 
be waived, however, the appointment shall be identified as temporary and the employee shall be 
informed of such in writing by the Personnel Department. In the event that a temporary position in 
a CSEA represented title is held longer than six (6) months, the position shall then be recognized 
under this agreement and the employee shall be entitled to all benefits and discipline rights as 
outlined in this agreement. The employee in that position shall have their seniority counted back 
to the original date of hire for this temporary position and shall be credited with that time if/when 
they become a permanent employee with Albany Housing Authority. . 
12.3.5 PROMOTIONS IN COMPETITIVE CT .ASS: The job posting procedure 
outlined above applies to Non-Competitive, Labor Class and Provisional position titles only. 
Competitive position titles are required to adhere to Civil Service Rules and Regulations. The 
posting of a Competitive title by the Authority shall take place only in the absence of a Civil 
Service eligible list of candidates, and within the body of the position announcement shall state the 
title is assigned to the Competitive Class and appointment shall only be made on a provisional 
basis, pending the passing of a Civil Service Examination. 
12.4 OUT-Of-TITLE PAY: An employee assigned to work in a higher classification for three 
or more days shall receive the pay rate commensurate with that higher classification for all hours so 
worked pursuant to Article 5.8.1. 
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AND PROMOTION (CONTINJIED) 
An employee working out-of-title for a period exceeding 30 days shall be temporarily or 
contingently appointed to the title in which they are working. If said appointment is to a title 
outside the CSEA bargaining unit, the appointee shall be deemed a member of the applicable unit 
or management confidential, consistent with the designation of the title, for the term of the 
appointment. 
12.5 NOTICE TO CSEA: Upon request, the CSEA Unit President shall be advised, in writing, 
of the names of employees responding to a CSEA position announcement, the date each application 
was received and the date on which the appointee was identified. 
The Housing Authority shall provide to the CSEA Unit President written notice of all 
requests for civil service examinations for all provisional appointees within the bargaining unit 
within one (1) month of the provisional appointment. The Housing Authority shall provide to the 
CSEA Unit President written notice of all new appointments to any CSEA represented position via 
carbon copy on position announcements. 
12.6 PROBATIONARY PERIOD: An employee who is assigned or promoted, as the result of 
the selection process set forth in this Article, shall serve a probationary period of ninety (90) days. 
During this ninety-day period, the Authority may return the employee to hislher prior assignment if, 
in its sole discretion, it determines that the employee is not satisfactorily performing the duties of 
the new asSignment. During this ninety-day period the employee may also choose to return to 
hislher prior assignment. 
ARTIClE 13 - RETIREMENT, HEAI/fll, DENTAL & 
VISION INSlJRANCE 
13.1 RETIREMENT: The employer agrees to continue to provide the Retirement Plan under 
the New York State Employees' Retirement System for all employees'covered under this 
agreement, pursuant to the regulations of that system. The Authority agrees to continue the 
application of the unused sick-leave option, Section 41j of the Retirement and Social Security Law. 
A surviving spouse who is covered under a retiree's plan at the time of the retiree's death may, 
upon written notice to the Authority and subject to approval by the plan, opt to continue coverage 
under the individual plan, at the AHA contracted rate, at the sole expense of the surviving spouse. 
13.2 HEAI.TH INSIJRANCE: During the term of this contract, the employer shall prOVide the 
following medical insurance coverage: 
a) Dental Insurance - Blue CrossIBlue Shield 80-20 or its equivalent; 
b) Vision Care Plan - CSEA Employee Benefit Fund ''Platinum Plan" or its equivalent; 
c) The Empire Plan or its equivalent and CDPHP or its equivalent. 
AHA and CSEA agree to explore alternative approaches for prescription drug coverage. 
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VISION INSURANCE (CONTINUED) 
13.3	 EMPI,(WEE CQNTRIWmON 
13.3.1 Effective July 1,2005, all employees hired on or before December 31, 2004 will contribute 
7% of the total cost of his or her health insurance premiums. Employer will make a "Cafeteria 
Plan" available effective on or before July 1,2005. 
13.3.2	 Employees hired after January 1, 2005 shall contribute 15% of the total cost of his or her 
health insurance premiums. 
13.3.3 The employer shall not contribute towards health premiums for those employees out on 
leave under Article 11.10. The employee shall still have the option to continue 
participation in the health insurance plan during this leave with payments to the AHA. 
13.4	 HEAI,TH INSURANCE BUY-BACK 
Employees shall be eligible to either forego health insurance coverage or transfer from a 
family plan to an individual plan in accordance with procedures. Where an employee has qualified 
for the program pursuant to the policy in effect, they shall receive fifty percent (50%) of the annual 
savings minus any applicable contribution in equal, semi-annual instalJments. 
13.5	 AI:rERNATIVE PIAN 
The Authority may implement an alternate health insurance plan, provided such plan 
provides substantially equal or greater coverage to the plan then in effect. The Authority shall 
notify CSEA at least ninety (90) days prior to implementation of a proposed alternate health plan. 
13.6 MAINTENANCE AIDES 
Those in the title of maintenance aide are eligible to receive individual health, dental, and 
vision coverage. The employee's contributions are outlined in 13.3. 
ARTICLE 14 - GRIEVANCE PROCEDlJRE 
14.1	 DEF]NJTIQNS 
14.1.1 EMpLoyEE shall mean any employee or group of employees in the Negotiating 
Unit or the CSEA. 
14.1.2 DEpARTMENT HEAD for purposes of this article shall mean Rental Assistance 
Director, Director of Security, Director of Operations/Maintenance, Director of Accounts, 
Modernization Coordinator, Hope VI Coordinator and Director of AdministrationIMIS 
Coordinator. 
14.1.3	 REPRESENTATIVE shall mean a designated CSEA representative. 
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14.1.4 GRIEVANCE shall mean any dispute arising, concerning the interpretation or 
application of the t~ of this Agreement or the rights claimed to exist thereunder. 
14.1.5 DECISION shall mean the determination or report made by a Department Head, 
Executive Director or Arbitrator after the grievance is heard or submitted as provided in this 
procedure. 
14.1.6 DAYS shall mean all days other than Saturdays, Sundays and holidays. Saturdays, 
Sundays and holidays shall be excluded in computing the number of days within which action must 
be taken or notice given within the terms of this procedure. 
14.1.7 EXEOJTTVE IDRECTOR shall mean the Executive Director of the Albany 
Housing Authority. 
14.2 GRIEYANCE PBOCEDURE: Prior to filing a written grievance, the grievant must 
discuss the grievance with his immediate supervisor to explore an infonnal settlement of the matter. 
14.2.1 STEP 1: Within thirty (30) days after an employee knows or should have known 
that a grievan¥e occurred, an employee or his or her representative shall present the grievance in 
writing, to his or her Department Head. The grievance shall include the name and position of the 
employee, the time when and place where the alleged events or conditions occurred, a description 
of the acts or omissions constituting the grievance including references to sections of the contract 
and/or policies which the grievant alleges management violated together with the redress sought by 
the employee. The Department Head may discuss the grievance with the employee or his or her 
representative and shall make such investigation as the Department Head deems necessary. Within 
five (5) days after the grievance has been presented to the Department Head, he or she shall give his 
or her decision to the employee presenting the grievance and to the employee's representative, if 
any. 
14.2.2 STEP 2: If the grievant is not satisfied with the decision of the Department Head, 
the grievant shall be allowed to submit a written request fer review and determination of the 
grievance to the Executive Director within ten (10) days of the receipt of the decision at Step 1. The 
request shall contain the same information as the employee provided to the Department Head. A 
copy of the request shall be sent to the Department Head. The Executive Director shall notify all 
involved in the grievance of the time and place when they shall convene an informal hearing where 
such parties may appear and present oral and written statements supplementing their positions. 
Such hearing shall be held within fifteen (15) days of the receipt of the wntten request for review. 
The Executive Director shall render their decision in writing within ten (10) days of the hearing and 
shall send the decision to all parties involved in the grievance. 
14.2.3 STEP 3: If CSEA is not satisfied with the decision of the Executive Director, it 
shall submit the grievance to final and binding arbitration by written notice to the Executive 
Director and to PERB within twenty (20) days of receiving the decision at Step 2. 
21 
ARTIClE 14 - GRffiVANCE pROCEDIJRE (CONTINlJED) 
The parties will then be bound by the rules and procedures of the Public Employment 
Relations Board in the selection of an arbitrator. CSEA will then write to PERB notifying them of 
the dispute and request a list of arbitrators. 
The selected arbitrator will hear the matter promptly and will issue their decision not later 
than thirty (30) days from the date of the close of the hearing or if oral arguments have been 
waived, then from the date the final statements and proofs are submitted to them. The arbitrator's 
decision shall be in writing and will set forth their findings of fact, reasoning and conclusions on the 
issues. The cost of the arbitrator shall be borne equally by both parties. 
The arbitrator shall have no power to make any decision which requires the commission of 
an act prohibited by law or which is violative to the terms of this Agreement. The threshold issue 
to be decided by the arbitrator shall be whether the contract has been violated and, if so, what the 
remedy shall be. If the claimed violation of the contract involves a discretionary act by the 
employer either by commission or omission, such as a decision to allow or deriy leave time or to 
promote one employee over another, then the specific issue to be decided by the arbitrator is 
whether the employer acted in bad faith or unreasonably. 
14.3 BASIC PRINeI,I,ES 
14.3.1 INTENT: It is the intent of these procedures to provide for the orderly settlement of 
differences in a fair and equitable manner. The resolution of a grievance at the earliest possible 
stage is encouraged. 
14.3.2 RIGHT TO PRESENT GRIEVANCES: An employee shall have the right to 
present grievances in accordance with these procedures free from coercion, interference, restraint, 
discrimination or reprisal. 
14.3.3 RIGHT TO REPRESENTATION: An employee shall have the right to be 
represented at any step of the procedure by CSEA. 
14.3.4 I,EAVE TIME: Shop stewards and Unit 6012 Officers of Local 801 shall be the 
only employees permitted to adjust grievances. They shall be permitted a reasonable amount of 
time free from their regular duties for the purpose of adjusting grievances. Whenever possible, they 
must secure the approval of their supervisor prior to leaving a work assignment for the purpose of 
adjusting a grievance. Such approval shall not be unreasonably withheld. 
14.3.5 ACCESS TO RECORDS: Each party to a grievance shall have access at 
reasonable times to all written statements and records pertaining to such grievance. 
14.3.6 CONFIDENTIAIJTY: All grievance related procedures, meetings, and hearings 
are confidential. 
22
 
ARTICLE 14 - GRIEVANCE PROCEDURE (CONTINlJED) 
14.3.7 TIME IIIMITS: H the employer does not issue a decision within the time 
limits of any step of the grievance procedure, the employee or the Union may proceed to the next 
step. If the employee or the Union fails to submit the grievance within the time limits set forth for 
any particular step of the grievance procedure, the grievance shall be terminated at that step. By 
mutual agreement, the parties may agree to extend any time limit contained in the grievance 
procedure. 
14.3.8 GRIEVANCE FORM: A sample of the fonn to be used for the grievance 
procedure is contained as Appendix "B". 
14.3.9 NEGOTIATING TEAM: A maximum of five persons shall be allowed a 
reasonable amount of time free from their regular duties for the purpose of negotiating bargaining 
agreements. Supervisors are to be advised of the negotiations at least twenty-four hours in advance. 
14.3.10 NOTICE: The Authority shall give a grievant at least twenty-four (24) hours 
notice of any disciplinary interrogation, meeting, or hearing. This notice shall provide a date, time, 
and location of the meeting, hearing, or disciplinary interrogation. The notice shall be written and 
shall be served personally upon the employee or delivered to the employee at the address provided 
by the employee to the Authority. 
14.3.11 Mln,TIPI.E EMPI,OVEE GRIEVANCES: Grievances involving two (2) or 
more employees may be filed by the CSEA directly at the Step 2 level. 
ARTIClE 15 - DISCIPLINE & DISCHARGE 
15.1 EI.IGIBU.ITY: The disciplinary procedure is not applicable to review the removal of the 
employee during the probationary period. 
15.2 DISCWIJNARY PROCEDJIRE 
15.2.1 The Authority agrees that while directing the work force, discipline shall be applied 
pursuant to the Progressive Discipline Procedure, attached as Appendix "E". However, it is 
understood that serious violations, for example, theft, insubordination or misconduct, may warrant 
immediate suspension and/or discharge. Formal discipline shall be applied only for just cause. 
15.2.2 The process of progressive discipline includes counseling, warnings, reprimands, 
suspension, fines ($200.00 or less), loss of accruals, reductions in grade, transfers and/or dismissal. 
Any formal discipline shall begin with written notice that includes charges and specifications and 
shall be issued pursuant to Article 15.2.3. 
15.2.3 When the Authority seeks to discipline an employee, a written Notice of Discipline 
shall be served personally upon the employee or mailed (certified or registered) to the employee at 
the address provided by the employee to the Authority. Said notice shall contain a concise 
statement of facts setting forth the misconduct or incompetence, along with the penalty being 
imposed. 
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15.2.4 An employee may use the grievance process set forth in Article 14 to appeal fonnal 
discipline. A grievance appealing a counseling or warning shall commence with the Department 
Head at Step I. A grievance appealing a suspension and/or discharge may commence at Step n. If 
the employee and CSEA move the discipline appeal through Step 3 of the grievance procedure, 
there will be an infonnal meeting held once the employee has been able to obtain counsel. This 
meeting shall be for the purpose of settling the discipline appeal and any infonnation shared in 
this meeting may not be used in the event that the parties do not find settlement and continue to 
proceed to arbitration. This meeting shall not be reason to postpone the step 3 process unless 
agreed upon by both parties in writing. 
15.2.5 Pursuant to law, the employee shall be given written notice of their right to 
representation prior to any hearing or conversation when there is a potential that discipline may 
result. Reasonable time to secure said representation shall be provided. 
15.2.6 No disciplinary action shall take effect until it has been upheld through Step nof the 
grievance procedure. This shall not apply to suspension pending termination for third warning 
violations pursuant to the Progressive Discipline Procedure, and/or, to suspension pending 
termination for serious violations as set forth in 15.2.1. These may become effective following the 
mandated hearing with the Director or their designee. At this hearing, the superior recommending 
suspension and the employee or their representative sh~l explain the circumstance of the action and 
defense at which time a determination will be made by the Authority as to whether or not the 
suspension shall take place. 
15.2.7 An employee shall not be disciplined for acts, which occur more than one (I) year 
prior to the service of the notice of discipline unless such acts constitute a misdemeanor or felony. 
If such acts constitute a misdemeanor or felony, then the notice of discipline must be served no later 
than the period of limitation in the Criminal Procedure Law of the applicable jurisdiction. 
15.3 ARBITRATOR'S AIITHQRITY: The arbitrator shall only determine if guilt of 
misconduct or incompetence has been proven by a preponderance of the evidence and if the penalty 
was imposed in bad faith or was unreasonable. On the issue of the penalty, the employee's entire 
record of employment may be considered. 
15.4 Any disciplinary action taken under the provisions of this Article shall take place in 
accordance with the Progressive Disciplinary Procedure as set forth in the Personnel Policy. A final 
detennination with regard to any stage of the Progressive Disciplinary Procedure shall be binding 
upon the employee and the Authority and neither the employee nor the Authority may re-argue at a 
later stage, the validity of a detennination made at an earlier stage, provided, however, that each 
stage of the Progressive Discipline Procedure shall be implemented separately from each other 
stage, so that one event will not serve as the basis for more than one stage. 
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ARTICLE 16 - I,ABOR MANAGEMENT COMMlTIEE 
The Albany Housing Authority and the Civil Service Employees Association Unit shall 
fonn a Labor Management Committee to meet, at least bi-monthly, and make a sincere effort to 
resolve the problems both within and outside of the present contract that exists between the two 
parties. The Committee shall be comprised of three representatives from the Union and three 
representatives from the employer. The Committee shall meet within five (5) working days of 
written notice to the other that it wishes that Committee to convene. The notice shall contain the 
agenda for the meeting. 
It is understood that the function of the Committee is not to alter the basic contract. 
ARDel,E ]7 - mOIS, PROTECTIVE & SAFETY EQUIPMENT 
17.1 SAFETY GEAR: The employer shall provide the employees of the maintenance staff with 
necessary protective and safety equipment (safety glasses, gloves, hip boots, rain gear, respirators, 
backbelts, etc.) 
17.2 UNIFORMS: 
17.2.1 All maintenance employees covered by this Agreement shall be entitled to unifonns 
every twelve (12) months. Each covered employee shall receive five (5) pairs of pants, five (5) 
collared shirts and five (5) tee shirts. Collared shirts shall bear personal, AHA and years of service 
patches. Unifonns shall not be worn off duty. 
Effective October 1, 2001 all maintenance employees covered by this agreement shall be 
provided a Carhart winter coat. Each employee shall be responsible for contributing one quarter of 
the 'cost of such coat. The Authority shall select the particular unifonn coat from the Carhart line 
and shall make arrangements for a vendor to supply to coats. The coats shall bear AHA logos and 
shall not be worn off duty. Coats will be replaced every three years. Each employee shall be 
responsible for contributing one-half of the cost of each replacement coat. Employee contributions 
shall be made by payroll deductions over six (6) pay periods.. 
17.2.2 All maintenance personnel shall be responsible to wear sturdy work type foot wear 
at all times on the job. 
17.3 TOOl, CRm: The employee shall be required to supply the non-powered hand 
tools reasonably necessary to perfonn their assigned tasks. The employer shall provide all other 
equipment. 
17.4 WORKpI,ACE SAFETY 
17.4.1 WORKPLACE SAFETY: CSEA and the Authority agree that workplace safety is 
a primary concern for both parties. There shall be a standing safety committee comprised of not 
more than three representatives ofCSEA and not more than three representatives of management. 
'This committee shall meet not less than quarterly, and more often with agreement of both parties. 
Agenda items shall be the responsibility of both parties and shall be comprised of their safety 
related concerns. 
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ARDCI,E 17 -Toms, PROTECTIVE & SAFETY 
EQJUPMENT(CONTINlIED.) 
17.4.2 INSPECTION OF SAFETY RISKS: Where an employee reasonably believes 
that the performance of an assigned task would create a substantial risk to their or another worker's 
physical safety, they may request that the work location be inspected by a union and management 
representative. Upon consultation with the employee, the union representative, and the work 
supervisor, the management representative will determine whether and under what conditions the 
work shall proceed. 
ARTIClE 18 - RECIPROCAL RIGHTS 
18.1 DESIGNATION OF REPRESENTATIVES: The Authority recognizes the right of the 
employees to designate representatives of the Civil Service Employees Association, Inc. to appear 
on their behalf to discuss salaries, working conditions, grievances and disputes as to the terms and 
conditions of this contract and to visit employees during working hours. Such representatives shall 
also be permitted to appear at public hearings before the members of the Authority upon request of 
the employees. 
18.2 ADMlMSTBATION: The Authority and the Union shall so administer their respective 
obligations under this contract, in a manner which will be fair and impartial to all employees and 
shall not discriminate against any employee by reason of race, creed, sex, color, national origin, 
religion, disability, marital status, age, arrest record, prior criminal accusation, or exercising ones 
rights involving union involvement. 
18.3 POSTING OF NOTICES: The CSEA shall have the right to post notices and other 
.communications on bulletin boards maintained on the premises and facilities of the Authority. The 
officers and agents of the CSEA, Inc. shall have the right to visit the Authority's facilities for the 
purpose of adjusting grievances and administering the terms and conditions of this contract. 
18.4 SHOP STEWARDS: One (1) Shop Steward for each maintenance zone and two (2) Shop 
Stewards for clerical and office employees shall be designated by CSEA for the purpose of 
adjusting grievances or assisting in the administration of this contract. Stewards requiring time free 
from their regular duties to fulfill these obligations shall be subject to the notification requirements 
of 14.3.4. 
18.5 OFFICE SPACE: The Authority agrees to continue to provide adequate office space for 
the CSEA unit. The parties agree that the space to be provided will be a room not less 'than twelve 
feet by twelve feet and it shall be air-conditioned. 
ARDCI,E 19 - MANAGEMENT RIGHTS 
MANAGEMENT RIGHTS: Except as expressly limited by other provisions of this 
Agreement or applicable laws, all authority, rights and responsibilities possessed by the employer 
are retained by it. These include, but are not limited to: 
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ARDel,E 19. MANAGEMENT RIGHTS (CONTINUED.) 
•	 The right to determine the mission, purpose, objectives and policies of the employer; 
•	 To detennine the facilities, methods, means and number of personnel required for 
conduct of the Authority's programs and operation; 
•	 To administer the selection, recruitment, hiring, appraisal, training, retention, 
promotion, assignment or transfer of employees pursuant to law; 
•	 To determine whether positions shall be full-time, part-time, salary or hourly; 
•	 To direct, deploy and utilize the work force; 
•	 To establish the specifications for each class of positions and to classify or reclassify, 
and to allocate or reallocate new or existing positions in accordance with law; 
•	 To determine the hours and days of operation of the Authority and the services, facilities 
and programs to be provided to the public. 
ARDel,E 20. SENIORITY, lAYOFF, IDJMPTNG AND RECAI,L 
20.1 DEFINITIONS; 
20.1.1 SENIORITY shall be defined as the length of continuous service with the employer 
from the date of hire of the employee. 
20.1.2 TITI$ SENIORITY shall be defined as the length of continuous service of an 
employee since entry of such employee into the title. 
20.1.3 DEPARTMENTAl, SENIORITY shall be defined as the length of continuous 
service of an employee since entry of such employee into the department. 
20.2 'lAYOFF, BUMpING AND RECAIJ, 
20.2.1 ORDER OF lAYOFF: For purposes of layoff of non-competitive and laboring 
class employees, the employee(s) with the least title seniority shall be first to be laid off until the 
total number of employees required to decrease forces shall be established. Having exhausted 
seniority in their current title, the laid off employee shall exercise their departmental seniority to 
displace an employee in a lower job title within the department who has lesser departmental 
seniority than the bumping employee. Recalls shall be in the inverse order of layoff. The employer 
shall notify the employee of their recall by registered mail with return receipt requested at the 
employee's last known address. Such recall notification must be acknowledged by the employee 
within seven (7) working days of receipt. 
20.2.2 PART-TIME AND TEMpORARY EMPIJlYEES: All part-time, temporary, 
hourly, and seasonal employees in each title shall be laid off prior to the layoff of full-time 
employees. The layoff procedure for full-time employees as stated herein shall be used in the event 
of the layoff of any part-time employees. 
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ARTICLE 20 • SEMORITY, I ,AYOFE', BUMPING AND RECAI,I, 
(CONTlNED) 
20.2.3 NOTICE TO UNION: In the event a layoff is anticipated and at least thirty (30) 
days prior to any layoff taking place, the Employer agrees to notify CSEA of pending layoffs and to 
meet with CSEA to discuss alternatives to layoffs. 
20.3 CQNTINlJWJS SERVICE: As used in the above paragraph, continuous service shall 
include those periods when an employee is on the employer's payroll and those periods when an 
employee is (a) on leave of absence, (b) on layoff, (c) absent from and unable to perfonn the duties 
of his position by reason of a disability resulting from occupational injury or disease, (d) such other 
periods of service, if any, as the Civil Service Law requires to be treated as part of the employee's 
continuous service. 
20.4 I,OSS OF SENIORITY: Subject to applicable provisions of the Civil Service Law, if any, 
an employee loses their seniority only when one of the following occurs: they resign (unless they 
are reinstated within the period by any provisions of the Civil Service Law applicable to them), they 
are discharged, they retire or they refuse a recall. 
20.5 COMPETITIVE: All competitive employees shall be governed under the appropriate 
provisions of the Civil Service Law as it pertains to layoff, bumping and recall. Such provision 
(Rule XXVII of the Civil Service Rules of Albany County) is attached as Appendix "C". 
20.6 SENIORITY IJST: The employer shall provide an employee listing including name, title, 
social security number, seniority date and rate of pay to the Unit President twice yearly. Employer 
agrees to provide the Unit President with employment status changes and new hires as they occur. 
20.7 VETERANS: Effective July 1, 1986, employees who are veterans holding non­
competitive or labor class positions shall receive additional service credits similar to those extended 
to the competitive class employees who are veterans. 
ARTIClE 21 • PROHIBITION AGAINST STRIKES 
The Association affirms that it does not assert the right to strike against the Employer and agrees 
that it will not assist or participate in any such strikes or impose upon any of its members or others 
an obligation to conduct, assist or participate in such a strike. 
ARDel,E 22 • SEVERABILITY 
22.1 SEVER ABJI,ITY: If any article or part thereof of this Agreement shall be found in 
violation of any federal, state or local law; or if adherence to or enforcement of any article or part 
thereof should be restrained by a court of law, the remaining articles of this agreement or any 
addition thereto shall not be affected. 
22.2 NEGOTIATIONS: If a determination or decision is made as per Article 22.1, the original 
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ARTICLE 22 - SEVERABU,ITY(CONTINUED)
 
parties to this agreement shall convene immediately for the purpose of negotiating a satisfactory 
replacement for such article or part thereof. 
ARTIClE 23. IIEGISlATIVE CJ,AIJSE 
I.EGISI,ATIVE APPROVAl,: IT IS AGREED BY AND BETWEEN TIIE PARTIES 
THAT ANY PROVISIONS OF TIllS AGREEMENT REQUIRING lEGISLATIVE ACllON TO 
PERMIT ITS IMPLEMENTATION BY AMENDMENT OF LAW OR BY PROVIDING TIlE 
ADDmONAL FUNDS THEREFORE SHAlL NOT BECOME EFFECTIVE UNTIL TIlE 
APPROPRIATE lEGISLATIVE BODY HAS GIVEN APPROVAL. 
ARDel,E 24. COPIES OF AGREEMENT 
For the contract period effective July 1. 2007. the CSEA shall provide copies of the 
Agreement to all employees in the bargaining unit as well as adequate copies to the Albany 
Housing Authority. 
ARTIClE 2S. PERFORMANCE OF DIITIES By EMPI,QYEES 
25.1 BEST EFFORTS: Adhering to the principle that duties and obligations come with rights 
and privileges, the CSEA agrees to do its utmost to see that its members perform their respective 
duties in the system loyally, efficiently and continuously under the terms of this Agreement. The 
CSEA and its members will use their best endeavors to protect the interest of service of the highest 
quality. 
25.2 CONTACT INFORMATION: All employees are required to submit current home 
address information for their file and to report any change in a timely manner and in writing to their . 
immediate supervisor. Subject to Article 5.10, home phone numbers are required whenever one 
exists. 
ARTIClE 26 - MISCEI,LANEOJJS 
26.1 PERSONAl, mSTQRY FII.ES 
26.1.1 REVIEW: An employee shall have the opportunity to review his or her personal 
history file in the presence of an appropriate official of the Authority upon five (5) days notice to 
the Authority. 
26.1.2 NOTIFICATION: Employees shall be notified of all derogatory material in 
reference to employment activities placed in their personnel folder at the time of placement. 
Employees may also submit a rebuttal of reasonable length on any such derogatory material placed 
in hislher personnel folder. 
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26.2 INDEMNIFICATION 
AHA agrees to provide for the defense and indemnification of employees according to the 
following article: 
Section 1 - Civil Actions and Proceedings 
Section 1.1. 
As used in this article, the term "Employee" shall mean any person within the 
negotiating unit under this Agreement and shall include a former employee, hislher estate or 
judicially appointed personal representative. 
A. Upon compliance by the employee with the provisions of this Article, AHA shall 
provide for the defense of the employee in any civil action or proceeding in any state or Federal 
Court arising out of any alleged act or omission which occurred or is alleged in the complaint to 
have occurred while the employee was acting within the scope of hislher public employment or 
duties or which is brought to enforce a provision of Section 1981 or 1983 of Title 42 of the United 
States Code and the act or omission underlying the action occurred or is alleged in the complaint to 
have occurred while the employee was acting within the scope of hislher public employment or 
duties. This. duty to provide for a defense shall not arise for such civil action or proceeding is 
brought by or on behalf of AHA. 
B. Subject to the conditions set forth in paragraph "A" of this Section, the employee shall 
be entitled to be represented by the AHA counselor counsel provided by AHA's insurance carrier, 
provided, however, that the employee shall be entitled to representation by private counsel of 
hislher choice in any civil judicial proceeding whenever the AHA counselor the counsel provided 
by AHA's insurance carrier determines, based upon hislher investigation and review of the facts 
and circumstances of the case, that representation by the AHA counselor the counsel provided by 
AHA's insurance carrier would be inappropriate, or whenever a court of confident jurisdiction upon 
appropriate motion or by a special proceeding, determines that a conflict of interest exists and that 
the employee is entitled to be represented by private counsel of hislher choice. The AHA counsel 
or counsel provided by AHA's insurance carrier shall notify the employee in writing of such 
detennination that the employee is entitled to be represented by private counsel. The AHA counsel 
or the counsel proVided by AHA's insurance carrier may require, as a condition of payment of the 
fees and expenses of such representation, that appropriate groups of such employees be represented 
by the same counsel. If the employee or group of employees is entitled to representation by private 
counsel under the provisions of this Section, the AHA counselor the counsel provided by AHA's 
insurance carrier shall so certify to the AHA's controller. Reasonable attorney's fees and litigation 
expenses shall be paid by AHA or AHA's insurance carrier to such private counsel from time to 
time during the pendency of the civil action or proceeding subject to certification that the employee 
is entitled to representation under the tenns and conditions of this Section by AHA's counsel and 
upon the audit and warrant of AHA's controller. Any dispute with respect to representation of 
multiple employees by a single counsel for the amount of litigation expenses or the reasonableness 
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of attorney's fees shall be resolved by the Court upon motion or by way of a special proceeding. 
C. Where the employee delivers process and requests a defense to the AHA counsel as 
required by Section 1.4, the AHA counsel shall take the necessary steps including the retention of 
private counsel under the tenns and conditions proVided in Paragraph B of Section 1.2 of this article 
on behalf of the employee to avoid entry of a default judgment pending resolution of any question 
pertaining to the obligation to provide for defense. 
Section 1.2. 
A. AHA shall indemnify and save harmless its employees in the amount of any judgment 
obtained against such employees in any state or federal court or in the amount of any settlement of a 
claim, or shall pay such judgment or settlement; provided, that the act or omission from which such 
judgment or settlement arose occurred while the employee was acting within the scope of hislher 
public employment or duties; the duty to indemnify and save harmless or pay prescribed by this 
Section shall not arise where the injury or damage resulted from intentional wrong doing on the part 
of the employee. 
B. An employee represented by AHA's counselor by private counsel pursuant to this 
Article shall cause to be submitted to the executive director any proposed settlement which may be 
subject to indemnification or payment by AHA and if not inconsistent with the provisions of this 
Section the executive director shall certify such settlement and submit such settlement and 
certification to the AHA controller. The AHA counsel shall review such proposed settlement as to 
fonn and amount and shall give hislher opinion as to whether, in his/her judgment, the settlement is 
in the best interest of AHA. Nothing in this Section shall be construed to authorize AHA to 
indemnify and save harmless or pay an employee with respect to a settlement not so reviewed and 
approved by the AHA counsel. 
C. Nothing in this Section shall authorize AHA to indemnify or save harmless an 
employee with respect to fines or penalties, or money recovered from an employee, prOVided, 
however, that an employee will be insulated from fines and penalties incurred as a result of 
perfonning his/her duties within the scope of their employment. 
D. Upon entry of final judgment against the employee, or upon the settlement of the 
claim, the employee shall cause to be served a copy of such judgment or settlement to be served 
personally or by certified or registered mail upon the executive director of AHA a copy of such 
judgment or settlement within 10 working days of the date of entry or settlement. If not 
inconsistent with the provisions of this Section, such judgment or settlement shall be certified for 
payment by the executive director. 
Section 1.3. 
A. The duty to defend or indemnify and save harmless prescribed by this Article shall 
be conditioned upon: 
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1. Delivery to counsel to AHA by the employee of the original or a copy of any 
summons, complaint, process, notice, demand or pleading within 5 working days after he/she is 
served with such document, and 
2. The full cooperation of the employee in the defense of such action or proceeding 
and in defense of any action or proceeding against AHA based upon the same act or omission and 
in the prosecution of any appeal. Such delivery shall be deemed a request by the employee that 
AHA provide for hislher defense pursuant to this Section. 
Section 1.4. The benefits of this Article shall apply only to employees as defined 
herein and shall not enlarge or diminish the right of any other party nor shall any provision of this 
Section be construed to affect, alter or repeal any provision of the Worker's Compensation Law. 
Section 1.5. This Article shall not in any way affect the obligation of any claimant to 
give notice to the county of any other provision of law. 
Section 1.6. The provisions of this Article shall not be construed to impair, alter, limit 
or modify the rights and obligations of any insurer under any policy of insurance. 
Section 1.7. The provisions of this Article shall apply to all actions and proceedings 
pending upon the effective date of this Article or thereafter instituted. 
Section 1.8. Except as otherwise specifically provided in this Article, the provisions 
of this Article shall not be construed in any way to impair, alter, limit, modify, abrogate or restrict 
any immunity available to or conferred upon any unit, entity, officer or employee of AHA or any 
right to defense and/or indemnification provided for any governmental officer or employee by, in 
accordance with, or by reason of, any other provision of State or Federal Statutory or Common 
Law. 
Section 1.9. If any provision of this Article or the application thereof to any person or 
circumstance be held unconstitutional or invalid in whole or in part by any Court of competent 
jurisdiction, such holding of unconstitutionality or invalidity shall in no way effect or impair any 
other provision of this Section or the application of any such provision to any other person or 
circumstance. 
Section 2.0. Criminal Charges. 
Section 2.1. Upon compliance of the employee with the provisions of paragraph 2.3 
herein, and subject to the conditions set forth in paragraph 2.2 herein, it shall be the duty of the 
employer to pay reasonable attorneys' fees and litigation expenses incurred by or on behalf of an 
employee in his or her defense of a criminal proceeding in State or Federal Court arising out of any 
act which occurred while such employee was acting within the scope of hislher employment or 
duties with AHA, upon hislher acquittal or upon the dismissal of the criminal charges against 
himlher. This duty to provide for a criminal defense shall not arise where such criminal action or 
proceeding is brought at the behest of AHA. 
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Section 2.2. Upon the application for reimbursement for reasonable attorney's 
fees and litigation expense made by or on behalf of an employee as provided in paragraph 2.3 
herein, counsel to AHA shall reasonably determine, based upon his/her investigation and hislher 
review of the facts and circumstances of the criminal proceeding, whether reimbursement of 
reasonable attorney's fees and litigation expenses shall be paid. Counsel to AHA shall notify such 
employee in writing of such determination. Upon determining that reimbursement should be 
provided for reasonable attorney's fees and litigation expenses incurred by or on behalf of an 
employee, it shall be the duty of the employee to notify in writing to counsel to AHA the identity of 
the defense counsel intended to be retained by or on behalf of the employee in his or her defense of 
the criminal proceeding. Counsel to AHA shall have the right to approve the employee's choice of 
defense counsel and shall further have the right to negotiate prospectively with said defense counsel 
the amount of reasonable attorney's fees, which the employer shall reimburse the employee upon 
his/her acquittal or upon the dismissal of the criminal charges against himlher. Counsel to AHA 
shall certify such expenses to the AHA comptroller. Upon such certification, reimbursement shall 
be made for such fees and expenses upon the audit and warrant ofthe AHA controller. Any dispute 
with regard to entitlement to reimbursement, the designation of defense counsel, the amount of 
litigation expenses, or the reasonableness of attorney's fees shall be resolved by the Supreme Court 
of the State of New York upon appropriate motion or by way of a special proceeding. Pending the 
outcome of a dispute, the employee will be responsible to provide for hislher criminal defense. 
Section 2.3. Reimbursement of reasonable attorney's fees and litigation expenses by 
AHA as prescribed in this Article shall be conditioned upon (a) delivery to counsel to AHA by the 
employee of a written request for reimbursement of defense expenses together with the original or a 
copy of an accusatory incident within 10 working days after he/she is arraigned upon such 
instrument and (b) the full cooperation of the employee in the defense of any action or proceeding 
against the AHA based upon the same act, and in the prosecution of any appeal. 
Section 2.4. Except as otherwise specifically provided in this Article, the provisions 
of this Article shall not be construed in any way to impair, alter, modify, abrogate or restrict any 
immunity available to or conferred upon any employee, or any right to defense and/or 
indemnification provided for any governmental office or employee by, in accordance with or by 
reason of any other provision of State or Federal Statutory of Common Law. 
A. This Section shall not in any affect the obligation of any claimant to give 
notice to AHA under Section 50e of the General Municipal Law or any other provision of law. 
B. The employer is authorized and empowered to purchase insurance from 
any insurance company created by or under the laws of the State or authorized by law to transact 
business in the State against any liability imposed by the provisions of this Section, or to act as a 
self-insurer with respect thereto. 
C. All payments made under the terms of this Section whether for insurance 
or otherwise, shall be deemed to be for public service and shall be audited and paid for in the same 
manner as other public charges. 
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D. The provisions of this Section shall not be construed to impair, alter, limit or 
modify the rights and obligations of any insurer under any policy of insurance. 
ARDCI/E 27 - MAINTENANCE OF BENEFITS 
27.1 Any benefit or benefits presently enjoyed by the employees within the negotiating unit 
under this Agreement shall continue to remain in force subject to the terms of the appropriate 
sections of this Agreement, except that should any such benefit not be enumerated specifically in 
this Agreement, such benefit will be retained and remain in force as if such benefit is a part of this 
Agreement. 
27.2 Any benefit or benefits presently enjoyed by retired employees of the Authority, or 
employees who retire under the retirement program relating to health insurance benefits, shall 
continue to remain in force as if such benefit was a part of this Agreement. 
27.3 No employee hired on or ~efore January 1, 2005 will contribute toward health 
insurance as described in Article 13.2 during retirement. 
27.4 All employees hired after January 1,2005 and thereafter retiring shall be subject to the 
same contribution to health insurance premiums that applied to them as active employees. 
ARTIClE 28 - TOTAl, AGREEMENT 
This Agreement is the entire agreement between the AHA and CSEA, and terminates all 
prior agreements and understandings and concludes all collective negotiations during its term. 
During the term of this Agreement, neither party w~ll unilaterally seek to modify its teI1llS through 
legislation or any other means. The parties agree to support jointly any legislation or administrative 
action necessary to implement the prOVisions of this Agreement. The parties acknowledge that, 
except as otherwise expressly provided herein, they have fully negotiated with respect to the terms 
and conditions of employment and have settled them for the term of this Agreement in accordance 
with the Provisions thereof. 
The parties have agreed that negotiations for a successor agreement will open at least ninety 
(90) days prior to the expiration of this agreement. 
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ARDel,E 29 -DURATION 
This Agreement shall be effective from July 1, 2007 through June 30,2011. 
IN WITNESS WHEREOF, the parties hereto have caused this Agreement to be signed by their 
respective representatives on !Ob 7 10 g
I I 
FOR: 
THE ALBANY HOUSING AUTHORlTY THE ALBANY HOUSING 
AUTHORITY UNIT OF THE CSEA, INC. 
~L~~I II J.I-.-_ 
Denise A. Lawy~pecia1ist 
kleSTUCker, President, CSEA Unit 6012 
~!2:feRt.!~'-C-S-E-A-u-m-t-6-0-12
 
~ROSCS~12 
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Appendix A
 
ALBANY HOUSING AUTHORITY
 
SALARY GRADE SCHEDULE
 
Effective 7/1/f11 to 6/30/08
 
Four Percent (4%) Increase
 
GRADE A B C 0 E 
1 24,88720 26,442.00 27,997.84 29,552.64 31,108.48 
2 25,586.08 27,184.56 28,784.08 30,38256 31,982.08 
3 26,521.04 28,178.80 29,835.52 31,49328 33,151.04 
4 27,431.04 29,146.00 30,859.92 32,574.88 34,288.80 
5 28,411.76 30,188.08 31,963.36 33,739.68 35,514.96 
6 29,59424 31,444.40 33,293.52 35,143.68 36,992.80 
7 30,875.52 32,805.76 34,734.96 36,665.20 38,594.40 
8 32,221.28 34,235.76 36,249.20 38,263.68 40,277.12 
9 33,641.92 35,744.80 37,847.68 39,949.52 42,052.40 
10 35,178.00 37,376.56 39,575.12 41,773.68 43.972.24 
11 36,839.92 39,142.48 41,445.04 43.747.60 46,050.16 
12 38,601.68 41,014.48 43,426.24 45,839.04 48,251.84 
13 40,669.20 43,210.96 45,752.72 48.294.48 50,836.24 
14 43,067.44 45,758.96 48,451.52 51,143.04 53,834.56 
15 45,832.80 48,696.96 51,561.12 54,426.32 57,290.48 
16 48,167.60 51,178.40 54,189.20 57,198.96 60,209.76 
17 50,928.80 54,112.24 57.295.68 60,478.08 63,661.52 
18 53,875.12 57,242.64 60,610.16 63,976.64 67.344.16 
19 56,840.16 60.392.80 63,945.44 67,498.08 71,050.72 
20 59,809.36 63,547.12 67,284.88 71,023.68 74,761.44 
21 63,041.68 66,981.20 70,921.76 74.861.28 78,801.84 
22 66,470.56 70,625.36 74,780.16 78,933.92 83,088.72 
23 70,052.32 74,430.72 78,809.12 83,187.52 87,565.92 
24 73,829.60 78,443.04 83,057.52 87,672.00 92,286.48 
25 77,958.40 82,830.80 87,703.20 92,575.60 97,448.00 
26 82,103.84 87,236.24 92,367.60 97,498.96 102,630.32 
27 86,601.84 92,015.04 97,427.20 102,840.40 108,252.56 
28 91,210.08 96.910.32 102,610.56 108,311.84 114,012.08 
29 96.061.68 102,065.60 112,392.30 114,073.44 120,077.36 
30 101,133.76 107,454.88 113,776.00 120,096.08 126,417.20 
MA 20,000.00 21,008.00 22,069.00 23,171.00 24,33600 
LongeVity payments - Not added to Annual Salary - paId once in the first pay period of either July or December immediately 
following the employee's anniversary date upon which the payment was earned. 
8to 9 years $200 
10 to 14 years $600 
15 to 19 years $1.250 
20 to 24 years $1,750 
25 years and over $2.000 
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ALBANY HOUSING AUTHORITY
 
SALARY GRADE SCHEDULE
 
Effective 7/1108 to 6/30/09
 
Four Percent (4%) Increase
 
GRADE A B C D E 
1 25882.69 27499.68 2911775 30 734.75 32352.82 
2 26,60952 28,271.94 29,935.44 31,597.86 33,261.36 
3 27,581.88 29,305.95 31,028.94 32,753 01 34,4n.08 
4 28,528.28 30,311.84 32,094.32 33,877 88 35,660.35 
5 29,548.23 31,395.60 33,241.89 35,089.27 36,935.56 
6 30,778.01 32,702.18 34,625.26 36,549.43 38,472:51 
7 32,110.54 34,117.99 36,124.36 38,131.81 40,138.18 
8 33,510.13 35,605.19 37,699.17 39,794.23 41,888.20 
9 34,987.60 37,174.59 39,361.59 41,547.50 43,734.50 
10 36,585.12 38,871.62 41,158.12 43,444.63 45,731.13 
11 38,313.52 40,708.18 43,102.84 45,497.50 47,892.17 
12 40,145.75 42,655.06 45,163.29 47,672.60 50,181.91 
13 42,295.97 44,939.40 47,582.83 50,226.26 52,869.69 
14 44,790.14 47,589.32 50,389.58 53,188.76 55,987.94 
15 47,666.11 50,644.84 53,623.56 56,603.37 59,582.10 
16 50,094.30 53,225.54 56,356.77 59,486.92 62,618.15 
17 52,965.95 56,276.73 59,587.51 62,897.20 66,207.98 
18 56,030.12 59,532.35 63,034.57 66,535.71 70,037.93 
19 59,113.77 62,808.51 66,503.26 70,198.00 73,892.75 
20 62,201.73 66,089.00 69,976.28 73,864.63 77,751.90 
21 65,563.35 69,660.45 73,758.63 77,855.73 81,953.91 
22 69,129.38 73,450.37 77,771.37 82,09128 86,412.27 
23 72,854.41 77,407.95 81,961.48 86,515.02 91,068.56 
24 76,782.78 81,580.76 86,37!:J.82 91,178.88 95,977.94 
25 81,076.74 86,144.03 91,211.33 96,278.62 101,345.92 
26 85,387.99 90,725.69 96.062.30 101,398.92 106,735.53 
2:T 90,065.91 95,695.64 101,324.29 106,954.02 112,582.66 
28 94,858.48 100,786.73 106,714.98 112,644.31 118,572.56 
29 99,904.15 106,148.22 118,887.99 118,636.38 124,880.45 
30 105,179.11 111,753.08 118,327.04 124,899.92 131,473.89 
MA 20,000.00 21,008.00 22,069.00 23,171.00 24,336.00 
LongeVitypayments - Not added to Annual salary - paid once In the first pay period of either July or December Immediately 
following the employee's anniversary date upon which the payment was eamed. 
8 to 9 years $200 
10 to 14 years $600 
15 to 19 years $1,250 
20 to 24 years $1,750 
25 years and over $2,000 
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ALBANY HOUSING AUTHORITY
 
SALARY GRADE SCHEDULE
 
Effective 7/1/09 to 613OnO
 
Three Percent (3%) Increase
 
GRADE A B C D E 
1 26659.17 28324.67 2999129 31656.79 33323.40 
2 27,407.81 29,120.10 30,833.51 32,545.80 34,259.20 
3 28,409.34 30,185.13 31,959.81 33,735.60 35.511.39 
4 29,384.13 31,221.20 33,057.15 34.894.21 36,730.16 
5 30,434.68 32,337.47 34,239.15 36,141.95 38,043.63 
6 31,701.35 33,683.24 35,664.02 37,645.91 39,626.69 
7 33,073.86 35,141.53 37,2Q8.09 39,275.76 41,342.32 
8 34,515.44 36,673.35 38,830.14 40,988.05 43,144.85 
9 36,037.22 38,289.83 40,54243 42,793.93 45,046.53 
10 37,682.67 40.037.77 42,392.87 44,747.97 47,103.06 
11 39,462.92 41,929.42 44,395.93 46,862.43 49,328.93 
12 41,350.12 43,934.71 46,518.19 49,102.78 51,687.37 
13 43.564.85 46.287.58 49,010.31 51.733.05 54,455.78 
14 46,133.84 49,017.00 51.901.27 54,784.42 57,667.58 
15 49,096.10 52,164.18 55.232.27 58,301.47 61,369.56 
16 51,597.13 54,822.30 58,04747 61,271.53 64,496.69 
17 54,554.93 57,965.03 61.375.13 64,784.12 68,194.22 
18 57,71103 61,318.32 64,925.60 68,531.78 72,139.06 
19 60,887.18 64.692.77 68,498.36 72,303.94 76,109.53 
20 64,067.79 68,071.67 72,075.56 76,080.57 80,084.45 
21 67,530.25 71,750.26 75,971.39 80,191.40 84,412.53 
22 71,203.26 75,653.89 80,104.51 84,554.02 89,004.64 
23 75,040.05 79,730.19 84,42Q.33 89,110.47 93,800.61 
24 79,086.27 84,028.18 88,971.22 93,914.25 98,857.28 
25 83,509.04 88,728.35 93,947.67 99.166.98 104,386.30 
26 87,949.63 93,447.46 98,944.17 104.440.89 109,937.60 
27 92,767.89 98.566.51 104,364.02 110,162.64 115,960.14 
28 97,70424 103,810.33 109,916.43 116,023.64 122,129.74 
29 102.901.27 109,332.67 120,394.63 122,195.47 128,626.87 
30 108.334.48 115,105.67 121,876.85 128,646.92 135,418.10 
MA 20,000.00 21.008.00 22,069.00 23,171.00 24,336.00 
Longevity paym,nts - Not added to Annual Salary - paid once In the. first pay period of either July or December immedIately 
following the employee's anniversary date upon which the payment was eamed. 
8to 9 years $200 
10 to 14 years $600 
15 to 19 years $1,250 
20 to 24 years $1,750 
25 years and over $2,000 
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ALBANY HOUSING AUTHORITY
 
SALARY GRADE SCHEDULE
 
Effective 7/1110 to 6130111
 
Three Percent (3 %) Increase
 
GRADE A B C D E 
1 27,45894 29,174.41 30,891.02 32,606.49 34,323.11 
2 28,230.04 29,993.70 31,758.51 33,522.17 35,286.98 
3 29,261.62 31,090.68 32,918.60 34,747.67 36,576.74 
4 30,265.65 32,157.83 34,048 86 35,941.04 37,832.07 
5 31,347.72 33,307.60 35,266.33 37,226.20 39,184.93 
6 32,652.39 34,693.74 36,733.94 38,n5.29 40,815.49 
7 34,066.07 36,195.78 38,324.33 40,454.04 42,582.59 
8 35,550.90 37,n3.55 39,995.05 42,217.70 44,439.20 
9 37,118.34 39,438.52 41,758.71 44,On.74 46,397.93 
10 38,813.15 41,238.90 43,664.65 46,090.40 48,516.16 
11 40,646.81 43,187.31 45,727.80 48,268.30 50,808.80 
12 42,590.62 45,252.75 47,913.73 50,575.86 53,237.99 
13 44,871.79 47,676.21 50,480.62 53,285.04 56,089.45 
14 47,517.86 50,487.51 53,458.31 56,427.96 59,397.61 
15 50,568.98 53,729.11 56,889.24 60,050.52 83,210.65 
16 53,145.05 56,466.97 59,788.90 63,109.67 66,431.60 
17 56,191.58 59,703.98 63,216.39 66,727.64 70,240.05 
18 59,442.36 63,157.87 66,873.37 70,587.73 74,303.24 
19 62,713.79 66,633.55 70,553.31 74,473.06 78,392.82 
20 65,989.82 70,113.83 74,237.83 78,362.98 82,486.99 
21 69,556.16 73,902.n 78,250.53 82,597.15 86,944.91 
22 73,339.36 n,923.50 82,507.64 87,090.64 91,674.78 
23 n,291.25 82,122.09 86,952.94 91,783.79 96,614.63 
24 81,458.86 86,549.03 91,640.35 96,731.67 101,823.00 
25 86,014.31 91,390.20 96,766.10 102,141.99 107,517.89 
26 90,588.12 96,250.88 101,912.50 107,574.11 113,235.73 
27 95,550.93 101,523.51 107,494.94 113,467.52 119,438.95 
28 100,635 36 106,924.64 113,213.92 119,504.35 125,793.63 
'29 105,988.31 112,612.65 124,006.47 125,861.33 132,485.67 
30 111,584.52 118,558.84 125,533.16 132,506.33 139,480.65 
MA 20,000.00 21,008.00 22,06900 23,171.00 24,336.00 
Longevity payments - Not added to Annual Salary - paid once in the first pay period of either JUly or December immediately 
following the employee's anniversary date upon which the payment was eamed. 
8to 9 years $200 
10 to 14 years $600 
15 to 19 years $1,250 
20 to 24 years $1,750 
25 years and over $2,000 
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ApPENDIXB
 
AHA GRIEVANCE FORM
 
All grievances, decisions and appeals must be served personally or by registered mail, return receipt 
requested. 
Within thirty (30) days after an employee knows or should have known that a grievance has occWTed, the
 
employee or his or her union representative shall present the grievance to his or her department head.
 
DATE PRESENTED TO DEPARTMENT HEAD:, _
 
GRIEVANT(S): _
 
POSITION(S): _ DEPARTMENT: _
 
IMMEDIATE SUPERVISOR: _
 
GRIEVANTS REPRESENTATIVE: _
 
GENERAL STATEMENT OF GRIEVANCE (DATES, TIMES, PLACES. ETC.): _ 
(Attach additional sheets if necessary)
 
REDRESS SOUGHf: _
 
SIGNATURE OFGRlEVANT AND/OR REPRESENTATNE:
 
DEPARTMENT HEAD:, -.uDATERECENED: _
 
DECISION OF DEPARTMENT HEAD: _
 
(Attach additional sheets if necessary) 
DEPARTMENT HEAD SIGNATURE: DATE OF DECISION:
 
(Within five days after the grievance has been presented to him, the Department Head shall give his decision
 
to the employee and their representative.)
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ApPENDIX B (CONTINIJED.) 
StepU 
DATE PRESENTED TO EXECUTIVE DIRECfOR OR DESIGNEE: _ 
(Must be within ten days of receipt of decision at Step I) 
DATE OF HEARlNG: _ 
_(Must be wIthin fifteen days ofdate presented) 
DECISION: _ 
(Attach additional sbeets if necessary) 
DIRECTORIDESIGNEESIGNATURE:, _ 
DATE OF DEOSION: _
 
(Decision shall be rendered in writing within ten days of the hearing, it shall be sent to all parties involved in the grievance.)
 
Step III 
If the union is not satisfie;d with the decision at Step II, it may submit the grievance to final and 
binding arbitration by written notice to the Executive Director within twenty (20) days of receiving 
the decision at Step n. 
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APPENDIXC
 
LAYOFF OF COMPETITIVE CI.ASS EMPI.OYEES
 
1. For the purpose of this Rule the following terms shall mean: 
(a) Direct Line of Promotion shall be strictly construed in that in order to be considered as direct 
line all titles must have the same generic root. 
(b) Next lower occupied title shall mean the title in direct line of promotion immediately below the 
title from which the incumbent is suspended or demoted, unless no on is serving in that title in that 
layoff unit, in which case it shall be the closest lower title in direct line of promotion in that layoff 
unit in which one or more persons do serve. 
(c) Layoff unit shall mean each department of a County, City, Town, Village each School District 
and each special district. Authorities and community colleges shall be deemed to be separate civil 
divisions. 
(d) Satisfactory service shall mean service by a permanent employee during which he did not 
receive an "Unsatisfactory" performance rating and was not found guilty of misconduct or 
incompetence pursuant to Section'75 of the Civil Service Law which resulted in the imposition of 
any of the following penalties upon such employee. 
(i) dismissal from the service, or 
(ii) suspension without pay for a period exceeding one month, or 
(iii) demotion in grade and title. 
(c)(i) Permanent Service shall start on the date of the incumbent's original appointment a 
permanent basis in the classified service, however, in the case of disabled veterans, the date of 
original permanent appointment is considered to be 60 months earlier that the actual date; while 
non-disabled veterans are considered to have been appointed 30 months earlier that their actual date 
of appointment. For the purposes of this Rule the definition of what constitutes a veteran or 
disabled veteran is contained in Section 85 ofthe Civil Service Law. 
(ii) A resignation followed by a reinstatement or reappointment more than one year subsequent to 
the resignation constitutes a break in service. The original appointment date is to be determined 
from the date of reemployment, the prior service would not count. 
(iii) Temporary or provisional service preceding the original permanent appointment does not 
count. However, temporary or provisional employment immediately preceded and followed by 
permanent classified service employment does not interrupt continuous service. 
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APPENDIX C (CONTINlJED) 
RIlI,E XXVII 
LAYOFF OF COMPETITIVE g,ASS EM)'IJlYEES 
(iv) The permanent service of any employee who was transferred from another civil division shall 
start on the date of his original permanent appointment in the classified service in the other civil 
division. 
(v) If an employee was covered-in to a classified position upon acquisition by a civil division of an 
agency in which he was employed, his seniority begins on the effective date of the cover-in. As 
between that employee and others covered-in on the same date, they shall have the seniority held by 
them as among themselves in the agency before the cover-in. 
2. Suspension 
(a) When an occupied position in the competitive class is abolished, suspension is to be made from 
among those employees holding the same title in the same layoff unit as the abolished position. 
(b) Among permanent employees, the order of suspension is the inverse of the order of their 
original permanent appointments in the classified service. See above definition of permanent 
service for veterans and disabled veterans. An exception to this rule is that the blind have absolute 
retention rights but only in their job status. 
(c) A blind person may not backdate his permanent service if he also happens to be either a veteran 
or disabled veteran. 
(d) A person is considered blind if he is so certified by the Commission for the Visually 
Handicapped of the New York State Social Services Department. 
(e) When two or more permanent incumbents of position in a specific title are suspended, demoted 
or displaced at the same time, the order in which they shall be entitled to displace shall be 
deteImined by their respective retention standing, with those having the greater retention standing 
entitled to displace first. 
(f) When several employees were originally appointed on a permanent basis on the same day, their 
retention rights shall be detennined by their rank on the eligible list from which they were 
appointed; that person having the highest rank having greater retention rights over those having 
lower ranks. 
(g) All temporary, provisional and contingent permanent employees occupying these positions must 
be let go before any permanent employee is suspended from such positions. 
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APPENDIX C (CONTINUED) 
RIU,EXXVII 
LO\YQFF OF COMPETITIVE a,ASS EMpUWEES 
(h) Probationary employees occupying such positions in the same title must also be suspended 
before any pennanent employee in the layoff unit in that title who has completed his probationary 
period. Probationary employees do, however, have superior retention rights to those of contingent 
pennanent, temporary and provisional employees. 
(i) The order of suspension among probationary employees shall follow the same principles as that 
among permanent employees. . 
3. Vertical bumping 
(a)Vertical bumping occurs when an employee is a specific title to which there is a direct line of 
promotion, who is himself suspended or displaced, displaces an employee in the next lower 
occupied title in direct line of promotion in the same layoff unit having the least seniority if the 
employee who seeks to displace has greater retention standing. 
(b) Where the layoff involves more than one position in a title, the order of displacement will be the 
inverse of the order of suspension. That is, the most senior of the suspended employees will be the 
first to displace. This shall apply to both vertical bumping and retreat. 
(c) If an employee refuses to displace a junior incumbent he must be laid off. This, however, does 
not protect the junior incumbent from being compared in retention standing with other incumbents 
if other positions at the higher level are being abolished. 
(d) When a next lower title has been occupied by means of displa~ement regardless of when the 
displacement into the title has occurred, it is considered to be occupied for further displacement 
purposes; however, a next lower title which has all of its positions abolished at the same time as 
positions are abolished at the higher level cannot be considered as occupied. A title that is occupied 
by an incumbent, temporary, provisional, contingent, probationary or permanent is considered 
occupied for the purposes of this section. 
4. Retreat 
(a) Retreat occurs when and only when there is no lower occupied position in direct line of 
promotion at any level. 
(b) An employee may retreat by displacing the incumbent with the least retention right who is 
serving in a position in the title in which the displacing incumbent last served on a permanent basis 
prior to service in the title from which he is currently suspended or displaced. Retreat may only 
occur where the position in the title fonnerly held by the displacing incumbent is occupied in the 
competitive class, in the same layoff unit, and at a lower salary grade, the service of the displacing 
incumbent while in the fonner title must have been satisfactory, d the junior incumbent must have 
less retention standing that the displacing incumbent. 
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RlJI.EXXYU 
LAYOFF OF COM]>ETITIYE g,ASS EMPI,OYEES 
(c) The service of the displacing incumbent in the title to which he is retreating need not have been 
in the same layoff unit as the one from which he is displaced. 
(d) An employee may also displace by retreat to a position in a title he last served on a pennanent 
basis although he had intervening service in other titles as long as his service in each of the 
intervening titles was on other than a permanent basis. He may also displace by retreat to a 
position, which does not count in the computation of his continuous service. 
(e) Where a title change has been effected to better describe the duties of a position but the duties 
have not substantially changed since the suspended employee last served in that title the new title 
will for retreat purposes be deemed to be the fonner title. 
5. An employee who refuses to accept an appointment afforded by displacement for whatever 
reason waives all rights regarding the displacement, however, this employee's name will be entered 
on an appropriate preferred list. 
6. Preferred list standing for the competitive class employees on and after October 1. 1972 shall 
be as follows: 
(a) On and after October 1, 1972 those employees whose positions were abolished prior to that date 
and who therefore had their standing on the preferred list determined by the date of their original 
appointment on a permanent- basis in the competitive class shall retain among themselves such 
preferred list standing including the preferences· to which they were entitled as blind, disabled 
veterans and non-disabled veterans. 
(b) Blind employees whose positions are abolished on or after October 1, 1972 shall have their 
preferred list standing detennined by the date of their original appointment on a pennanent basis in 
the classified service, whether or not they are also disabled veterans or nondisabled veterans; 
provided however, that the blind shall be granted absolute preference on the preferred list over all 
other employees except those disabled veterans and blind employees whose positions were 
abolished prior to October 1, 1972 with whose names theirs shall be interfiled. 
(c) Disabled veterans whose positions are abolished on or after October 1, 1972 shall have their 
preferred list standing detennined by the date of their original appointment on a permanent basis in 
the classified service; provided however, that the date of such original appointment shall be deemed 
to be 60 months earlier than the actual date, detennined in accordance with Section 30 of the 
General Construction Law. 
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RIU,EXXVII 
LAYOFF OF COMPETITIVE ClASS EMPI,OYEES 
(d) Non-disabled veterans whose positions are abolished on or after October 1, 1972 shall have 
their preferred list standing determined by the date of their original appointment on a permanent 
basis in the classified service; provided however, that the date of such original appointment shall be 
deemed to be 30 months earlier than the actual date, determined in accordance with Section 30 of 
the General Construction Law. 
(e) Non-veterans whose positions are abolished on or after October 1, 1972 shall have their 
preferred list standing determined by the date of their original appointment on a permanent basis in 
the classified service. 
(f) The names of all pe,rsons encompassed by paragraphs (c) (d) and (e) above whose positions are 
abolished on or after October 1, 1982 shall be interfiled on the preferred list with the names of all 
, non-veterans whose positions were abolished prior to October 1, 1972. 
7. An appointing authority may take such steps as it may deem necessary in order to secure binding 
written commitments in advance of suspension, demotion or displacement from employees 
potentially effected by such suspension, demotion or displacement as to their willingness to accept 
reassignment or displacement. 
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ApPENDIXD 
Maintenance Call-In Procedure 
There are potentially situations, which may arise that would require you to call a 
Maintenance Mechanic or Supervisor, for example. 
1.	 The night or weekend crew requires back up. 
2.	 An emergency arises. 
3.	 A situation that you do not have the knowledge or authority to handle occurs. 
The procedure to follow is to attempt to reach the Maintenance Mechanic on call first, the 
Supervisor on call second, one of the other supervisors third and failing all else, the Chief of 
Central Maintenance fourth. In extreme or life threatening emergencies, the Director of Operations 
or Executive Director should be advised. 
When attempting to reach someone you should: 
1.	 Call their horne telephone number first. If there is an answering machine. leave a 
message stating the name of the person you are calling, your name, the day and time 
and the reason for calling. 
2.	 Call the beeper number second. State message, if you are not contacted in fifteen 
minutes, call back. 
Document all information completely. If you call someone and get no answer, speak into 
the receiver and state whom you are calling and that there is no answer. We then have a record to 
verify the attempt was made. 
If you receive a call that the night or weekend crew will not be reporting for work, or will be 
leaving early, you need supervisor approval to secure coverage since overtime will most likely 
result. If the next scheduled dispatcher calls in, you can merely follow the rotational dispatcher 
overtime list, depleting all dispatchers, Housing Safety and Maintenance, before moving ~o the next 
person in tum on the non-dispatcher list. Be sure to note the list concerning your attempt to call in 
anyone who is unavailable or refuses. This should be done in the first clear space to the right of the 
name. 
IN EXTRlThffi EMERGENCIES THAT THREATEN LIFE OR PROPERTY. YOU MAY 
CAlL THE SUPERVISOR ON CAIL IMMEDIATELY AFfER DETERMINlNG THE 
MAlNTENANCE MECHANIC ON CAlL IS NOT ANSWERING THE HOME PHONE 
NUMBER ON FILE. THIS SHOUID ONLY BE DONE IN EXTREME CIRCUMSTANCES. 
BUT SHOUW BE DONE IF THERE IS ANY CHANGE OF INJURY TO ANYONE. 
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APPENDIX "E"
 
ALBANY HOUSING AUTHORITY 
PROGRESSIVE mSCIPI ,lNE PROCEDJ IRE 
(rev. 8/04) 
The Progressive Discipline Procedure is a four-stage process established to formalize 
and implement negative (disciplinary) action against an employee who has violated the terms of 
the bargaining agreement or who has behaved, acted or performed inappropriately on the job. 
When such a situation arises, the step of this process succeeding the most recent prior step 
implemented and upheld through applicable recourse as defined by the Collective Bargaining 
Agreement then in effect shall be applied. All actions in the employees record that occurred 
twelve months or less before the date of the pending infraction shall be considered in the 
determination of which step is appropriate for the case in question. Disciplines imposed and 
sustained twelve months and one day or more prior to the date of the infraction pending 
discipline shall not be basis for progressing to the subsequent step. Penalties imposed shall be 
consistent with those enumerated in Article 15 of the C.S.E.A. agreement. As no progressive 
application of discipline is referenced in the PEF agreement, this issue shall be addressed in 
keeping with Article 17 of the collective agreement for that bargaining unit. This procedure 
does not establish any presumption that an infraction may not be sufficiently grievous to 
warrant action more severe than as prescribed by this procedure. In such cases, action will be 
pursuant to Article 15 of the C.S.E.A. bargaining agreement. 
STEP 1 - CQNSIU,TATION: An employee who may be subject to discipline shall be 
served a written notice to meet with their supervisor for the purpose of discussing the possible 
infraction. Such notice shall be provided sufficiently in advance of the meeting so as to allow 
the employee an opportunity to secure union representation if they so desire. This meeting shall 
include the immediate supervisor, the complainant {if not the supervisor), the employee and, at 
the employee's discretion, their union representative. In this forum, the employee shall be given 
the opportunity to explain the behavior Oil action in question. If the explanation is sufficient to 
resolve the matter in the opinion of the supervisor, then all records shall be expunged. If the 
supervisor believes the explanation to be insufficient, then a counseling session shall take place. 
The supervisor will endeavor to fully explain the reason for the unacceptability of the action or 
behavior and the need for it to not be repeated. They will also document the matter to the 
employee file. If the employee and the union agree to the appropriateness of the discipline and 
proposed penalty, the consultation shall become a matter of record and the penalty shall be 
imposed. If that agreement cannot be reached the employee is entitled to recourse pursuant to 
the contractually established grievance procedure. If the discipline is ultimately upheld it shall 
become a matter of record and a penalty shall be imposed. 
STEP 2 - FIRST WARNING: This step shall proceed consistently with Step 1 and 
shall be implemented when Step 1 occurred less than twelve months prior. In Step 2, a first 
warning is issued, and disciplinary action may be imposed in keeping with the penalties 
outlined in the Discipline and Discharge article of the contract. 
STEP - 3. SECOND WARNING- This step shall proceed consistently with Step 1 and 
shall be implemented when Step 2 occurred less than twelve months prior. In Step 3, a second 
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warning is issued, and disciplinary action may be imposed in keeping with the penalties 
outlined in the Discipline and Discharge article of the contract. 
Page Two - Progressive Discipline Procedure 
STEP - 4. THIRD WARNING: This step shall proceed consistently with Step 1 and 
shall be implemented when Step 3 occurred less than twelve months prior. If the action in this 
step is upheld, discipline may be imposed in keeping with the penalties outlined in the 
Discipline and Discharge article of the cQntract. Failure to pursue dismissal on a Step 4 third 
warning shall be the exception, as most cases should merit termination of employment for 
repeated malfeasance. In all cases, the penalty may be imposed at the issuance stage. If a 
grievance is upheld, any and all claims for reinstated compensation, leave, etc., shall be 
negotiated as part of the grievance settlement. Dismissal in Step 4 cases is not predicated on the 
severity of the infraction in any or all the steps, it is based on the imposition of four actions 
within the prescribed period. Therefore, grievances based on the severity of the penalty in light 
of the infraction are prohibited and can only be filed on guilt or innocence. Grievances taking 
issue with prior Steps in the process are also prohibited. 
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APPENDIX ''F'' 
MAINTENANCE AIDES 
The title of maintenance aide (grounds helper) was recognized as being represented by CSEA in 
August of 2006 through a memorandum of agreement with the following terms: 
1.	 The Union and the Housing Authority agree that Grounds Helper will be a 
recognized title within the CSEA bargaining unit and all such duties of grounds 
helper wilJ be the exclusive work of CSEA members. 
2.	 The Union and the Authority agree that Grounds Helpers will enjoy all the benefits 
and privileges of the current CBA with exception of the following: 
a.	 Article 5, Section 1: Grounds Helper will be paid at an hourly rate of$8.50. 
b.	 Article 5, Sections 2, 3, 5, and 6 will not apply. 
c.	 Article 9, Sections 1 & 2: Grounds Helpers will receive 15 days per year paid 
universal leave. Universal leave shall not be used in less than one (1) hour 
increments. 
d.	 Article 10, Sections 1 & 2 will not apply as sick leave is incorporated as part of 
the universal leave. 
e.	 Article 11, Section 2 will not apply as personal leave is incorporated as part of 
the universal leave. 
f.	 Article 13, Section 3: Grounds Helpers will be eligible for individual health 
coverage only and will contribute 15% of the total cost of hislher health 
insurance premiums. 
Through the collective bargaining agreement for 7/1/07 to 6/30/08, the following changes have 
been made to the initial MOA for the title of Maintenance Aide: 
1.	 The title of Maintenance Aide shall have a new salary schedule (MA) listed on the 
salary schedule which shall follow all salary schedule rules as outlined in Article 5, 
Section 2 and Section 6. 
2.	 The title of Maintenance Aide shall be eligible under the longevity language in 
Article 5, Section 5 as of 7/1/07. 
3.	 The title of Maintenance Aide shall still not be covered under Article 5, Section 3 
and Section 4. 
4.	 The title of Maintenance Aide shall have an increase in their paid universal leave 
days from the original agreement's fifteen (15) days to twenty (20) days as of 1/1/08 
and these paid leave days shall be used in no less than one (l) hour increments. 
They shall still not accrue vacation, sick and/or personal days as they are all 
incorporated into these universal leave days (Article 9, Sections 1 &2; Article to, 
Sections 1 & 2; and, Article II, Section 2). 
5.	 The Maintenance Aides shall be eligible to receive individual vision and dental 
insurance coverage as of 5/2008 and shall continue to be eligible to receive 
individual health insurance coverage at the employee contribution rates outlined in 
Article 13, Section 3. 
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